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ABSTRACT OF DISSERTATION

THE PUBLIC SERVICE MOTIVATION OF
KENTUCKY 4-H YOUTH DEVELOPMENT AGENTS

The Cooperative Extension Service is known for bringing research and education
from the land grant universities to local communities across the state through its County
Extension Agents. Kentucky Cooperative Extension 4-H Youth Development Agents
have a rich history of educating youth in life skill development. 4-H Agents who
traditionally served in these roles often continued their public service until retirement. In
recent years, the Kentucky Cooperative Extension Service has documented a decline in 4H Youth Development Agents' retention. An online survey was administered to explore
Cooperative Extension 4-H Youth Development Agents' employment motivation in
Kentucky. Given CES agents' role as public educators, the survey utilized public service
motivation as a theoretical framework.
Research questions that guided the study included: (a) What is the level of public
service motivation (PSM) of 4-H Youth Development Agents in Kentucky?, (b) What is
the level of job satisfaction among Kentucky CES 4-H Youth Development Agents?, (c)
Does the PSM level differ based on gender, generational cohort, or level of job
satisfaction? Data were analyzed using descriptive and inferential statistics. Overall, 4-H
Youth Development Agents in Kentucky have high levels of motivation to public service,
known as PSM, and are satisfied with their jobs. No differences were found in levels of
PSM based on gender, generational cohort, or level of job satisfaction.
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CHAPTER 1: INTRODUCTION
A noticeably low retention rate in 4-H Agents in Kentucky has created a need to
study Kentucky 4-H Youth Development Agents' motivation to serve in their roles as
public servants. Presently, the Kentucky Cooperative Extension Service (CES) has over
50 county position vacancies. Employee turnover is a drain on CES time and financial
management resources (Ensle, 2005). To replace an extension employee at an average
salary of $30,000 annually will cost a land grant institution approximately $7,185 to
$30,000 (Chandler, 2005). This figure uses calculators from the University of Wisconsin
Cooperative Extension Service that comprises direct and indirect expenses founded on
job proficiency.
The purpose of this study was to explore the level of public service motivation
(PSM) of 4-H Youth Development Agents in Kentucky and determine if there are
differences in the level of PSM across agents. Uncovering these employees' motivation to
public service could help better understand the difficulty with retaining 4-H agents in the
state, thus the potential for financial savings for CES due to employee turnover. The
following chapter introduces the purpose and significance of the research and the overall
research design.
Kentucky Cooperative Extension Service
The Cooperative Extension Service (CES) can be traced back to agricultural clubs
and societies, which started after the American Revolution. The Smith-Lever Act of 1914
formalized the CES as a service to address rural agricultural issues. In the 1910s, more
than 50% of the United States population lived in rural areas, and 30% of the workforce
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was engaged in farming. In present day, CES currently functions as a community
education program through research within the land-grant university system. University
faculty members, who serve as disciplinary experts, translate research findings into
formats easily used by the general public. Within each county, extension agents work
with local citizens and interest groups to solve problems, evaluate educational programs'
effectiveness, and collect grassroots input, which can be used to prioritize future research.
By living and working in communities, county agents can use existing relationships to
respond to local needs, build trust, and engage effectively with extension clientele. Key
terms used in this study are presented and defined in Table 1.
Table 1.1
Terms Defined
Term

Definition

Cooperative
Extension Service

A national educational network. Each state has an office at its
land-grant university and a system of local offices. The agency
comprises community experts who provide research-based
education to local producers, families, youth, and others in
communities.

United States
Department of
Agriculture

A federal cabinet that regulates the American farming industry.
The department strives to expand markets for agricultural
products, support international economic development, provide the
finances for employment creation, improve housing, utilities, and
infrastructure in rural America, and improve nutrition and health
by providing food assistance and education.

National Institute
of Food and
Agriculture

Internal agency of the United States Department of Agriculture.
The agency is part of USDA's Research, Education, and
Economics (REE) mission area. The agency also manages federal
funding to address the agricultural issues that influence citizen's
daily lives.

Smith-Lever Act
of 1914

The federal law which established the Cooperative Extension
Service. The law connected to the land-grant universities to local
communities to inform and educate communities about current
2

Table 1.1 Continued
Terms Defined
Term

Definition
developments in agriculture, family consumer sciences, public
policy, leadership, 4-H, economic development, and other related
subjects.

4-H Youth
Development
Program

The youth outreach program from the Cooperative Extension
Services and the US Department of Agriculture. 4-H functions as
the ideal program for the practice of positive youth development.

Generation X

The name assigned to the generation of Americans born between
the mid-1960s and the early-1980s.

Millennial
Generation

The generational cohort that follows Generation X and precedes
Generation Z. Research accepted birth dates for the generation
starts in the early 1980s and ends in the mid-1990s to early 2000s.

Public Service
Motivation

A characteristic of an individual that describes why a person
aspires to serve the public. Perry (1996) developed a scale for
measuring an individual's public service motivation.

Historically, collaboration is an essential part of meeting the needs of the CES
clientele. In Kentucky, CES staff regularly works with the United States Department of
Agriculture, National Institute of Food and Agriculture, University of Kentucky, and
local county governments. These collaborations help ensure CES can carry out its
mission to make a difference in Kentucky citizens' lives through research-based
education. Working jointly with their land-grant partner, Kentucky State University,
research findings are shared with local communities, thus addressing issues of importance
to all Kentuckians (http://extension.ca.uky.edu/content/about-us, 2018).
Funding for community education through CES has been a longstanding issue in
the United States and Kentucky. The passage of the Smith-Lever Act of 1914 provided
funding for CES to the states. However, by the 1970s, federal resources allocated to the
3

program could not maintain the overall CES cost. Due to CES's perceived value, the
Kentucky state legislature added state funds to the federal allocation to support CES. The
state allocation process was revisited in the 1980s as costs again exceeded the state and
federal governments' allocations.
To help address Kentucky's funding concerns, statutory provisions (KRS 164.620
and 164.630) allow a county fiscal court to establish an Extension Board. The Extension
Board holds the authority to levy a tax on personal property to support local cooperative
extension services. As a result of this statute, by 2018, all but one county in Kentucky
had established a local extension taxing district to support extension services.
Via a memorandum of agreement between the University of Kentucky, the local
CES, and local government, the local government supplements funding and space while
UK covers salary and benefits for two county agents (UKY CES Memorandum of
Agreement, 2018). Despite the progress made in seeking funding to support CES
services, challenges still exist in funding CES at the levels needed. CES has been strongly
purposive in delivering community education; however, it has been unable to sustain and
develop its mission (Clark, 2007).
The Role of 4-H Youth Development Agents
This study’s focus is on the agents in the 4-H program within the Cooperative
Extension Service. At full capacity, there are 154 county-based community educators for
4-H Youth Development in Kentucky. The 4-H Youth Development program has offices
in all 120 counties across the commonwealth when CES is full capacity. 4-H Youth
Development agents have eight primary job responsibilities for which they are evaluated
annually by their supervisors: (a) educational programming, (b) advisory councils, (c)
4

leadership, (d) public accountability and relations, (e) facilitation collaboration and
teamwork, (f) customer service, (g) supervision, and (h) professional standards, customer
service and organizational improvement (https://ces-personnel.ca.uky.edu/4-h-positiondescription, retrieved August 1, 2019). Educational programming of agents includes
creating a work plan based upon the community needs for youth and implementing and
evaluating those programs.
Agents must have programming in six of seven curriculum areas that include: (a)
animal science, (b) communications and expressive arts, (c) family and consumer
sciences, (d) health, (e) leadership, (e) natural resources, (f) science, engineering, and
technology (https://ces-personnel.ca.uky.edu/4-h-position-description, 2019). The
advisory council section of job responsibilities includes 4-H Agent's work with
volunteers in a council format to inform the agent of community youth needs. Yet, the
leadership area evaluates the agent's ability to recruit and train those volunteers to assist
with leading community 4-H programs. Agents are also assessed on their ability to report
programs' outcomes to community stakeholders under the accountability and relations
section. Under the major responsibility of facilitation, collaboration, and teamwork,
agents are evaluated on their abilities to work with other groups and colleagues. 4-H
Agents are also gauged on how well they provide clientele information in a timely,
friendly manner in the customer service responsibility. The majority of 4-H agents also
supervise a support staff position. Therefore, they are evaluated on how well they
monitor their staff support and give staff professional improvement opportunities. Lastly,
an agent's professional standards include their commitment to the University of
Kentucky, College of Agriculture, Food, and Environment.
5

Study Significance and Purpose
Currently, over 95% of the CES budget is allocated to personnel. Additionally, at
the time of this study, Kentucky CES had over 90 county position vacancies to allow for
budgetary balance. The approximate wait time for a county position to be filled was
approximately two years. The vacancies created budgetary balance through salary
savings. As position vacancies increased, the position open for the most time became
eligible for posting as funding also became available.
The Extension Committee on Organization and Policy (ECOP) identified
qualified CES employees' retention as a critical human resource challenge (2010).
Specifically, the ECOP identified low salaries, downsizing, and increased workload as
significant factors contributing to higher employee turnover and low retention rates.
Turnover and retention rate issues have become a top issue in CES, as vacancies have led
to high costs in a difficult financial period.
The directives of ECOP on state extension programs and rising pressures of the
financial burden caused by employee vacancies have led to inflated human resource
expenses. Losing an employee or employee turnover is costly. Branham (2000)
approximates the cost of losing an employee ranges between 25% to 200% of an
employee's salary. Paiement (2009) noted that an employee's replacement paid $8 per
hour could range upwards of $4,000.
Employee turnover is also a drain on CES time and financial management
resources (Ensle, 2005). To replace an extension employee at an average salary of
$30,000 annually costs a land grant institution approximately $7,185 to $30,000
(Chandler, 2005). Costs include: (a) customer service disruption, (b) loss of morale
6

among other employees, (c) burnout of other employees, and (d) the costs of hiring
someone new (Branham, 2000). CES must value recruitment and retention to meet an
already strapped financial budget. At present, recruitment of extension agents most likely
represents Millennials, those born between the early 1980s to early 2000s. In 2014, up to
36% of the United States workforce was comprised of Millennials.
By 2020, 46% of all US workers are Millennials (Lynch, 2008). In comparison,
the generation before Millennials, Generation X, represents just 16% of today's
workforce. The sheer volume of Millennials combined with the relative lack of
Generation X and the increasing retirement of Baby Boomers results in employers facing
personnel gaps. Therefore, many organizations seek out Millennials to fill those gaps, and
the cooperative extension service is no different.
Study Contribution to Educational Leadership Knowledge and Practice
CES's mission is to provide research-based education from land grant institutions
to the community rather than students in a traditional classroom environment.
Additionally, 4-H Youth Development Agents provide positive life skill development
education to school-aged youth in the community. Due to its community education model
rather than the traditional classroom, the CES community education model is not widely
studied in the traditional educational leadership field. Therefore, research on community
education rather than traditional classroom education contributes to educational
leadership's knowledge gap and practice.
Contributions of this study to the educational leadership field are made in the
human resource frame of motivation. Public service motivation has not been studied with
a sample of CES educators. The Cooperative Extension Service 4-H Youth Development
7

agents are community educators. Several government populations in various countries
have been studied (Perry, 1996; Kim et al., 2013; Kim, 2017). However, public service
motivation has not been studied in the area of public educators.
Research Questions and Design
In the US, there are nearly 4,300 4-H Youth Development professionals
(https://nae4ha.com, 2018). The sample for this study included all 150 4-H Youth
Development Agents in Kentucky CES. Kentucky CES 4-H Youth Development Agents
have a median salary of $37,500 (https://kae4-ha.ca.uky.edu, 2018).
This study focused on the public service motivation of Cooperative Extension
Agents in the 4-H program. A survey research design of public service motivation was
used with the objective of this study to measure the level of PSM of Kentucky 4-H Youth
Development Agents. The research questions guiding this study include: (a) What is the
level of public service motivation of 4-H Youth Development Agents in Kentucky?, (b)
What is the level of job satisfaction among Kentucky CES 4-H Youth Development
Agents?, and (c) Does the PSM level differ based on gender, generational cohort, or level
of job satisfaction?
Overview of the Method, Setting, And Sample
The research was conducted via an online survey with Kentucky CES 4-H Youth
Development Agents. A survey by Kim (2017) was modified to measure the public
service motivation of Kentucky 4-H Youth Development Agents related to the following
four dimensions: (a) attraction to public service, (b) commitment to public values, (c)
compassion, and (d) self-sacrifice. All the indicators across dimensions allowed
participants to respond on a five-point Likert scale.
8

Summary
The purpose of the study of public service motivation of the Kentucky
Cooperative Extension Service 4-H Youth Development Agents was presented in this
chapter, followed by the study's significance and research design.
Chapter 2 presents an extensive review of the literature guiding the study,
focusing on generational cohort theory and generational characteristics. Theories related
to motivation, public service motivation, recruitment, and retention are discussed in
detail. Lastly, a conceptual framework for the study is presented.
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CHAPTER 2: LITERATURE REVIEW
This chapter includes a review of relevant literature related to understanding the
successful recruitment and retention of Kentucky 4-H staff. The review begins with
literature related to generational cohort theory development. This theory provides insight
into the characteristics of various age groups of employees working in Cooperative
Extension Services (CES). Next, the review focuses on how each generational cohort is
represented in the general workplace. This is followed by an overview of motivation
theory and public service motivation (PSM), including how PSM has been measured in
previous research studies. The next section focuses on job satisfaction, recruitment, and
retention of employees. Finally, the conceptual framework used in this study is presented.
For this literature review, databases used to locate literature included Academic
Search Complete, ProQuest, Educational Resources Information Center (ERIC), Journal
of Extension. Outside seminal works, sources were limited to those published in the last
ten years.
Generational Cohort Theory
Identifying characteristics of each generational cohort and their effects on the
work environment can provide a base for understanding the successful recruitment and
retention of employees (Kleinhans, Chakradhar, Muller, & Waddill, 2015). By
understanding the priorities and inclinations of generational cohorts in the workplace,
organizations can institute guidelines that meet the modern workforce demands
(Kleinhans, Chakradhar, Muller, & Waddill, 2015).
Strauss and Howe (1991) developed the generational cohort theory. This theory
describes common events that connect age groups and identify characteristics within a
10

generation. Once these traits are identified, new social, political, and economic
environments converge to create a new cohort. These periods tend to last between 20–22
years. Generational cohorts denote groups of people or cohorts organized by shared
experiences at similar ages. The concept that shared experiences is mutual in those
individuals of a specific age range and life point creates similar characteristics in a
generational cohort (Costanza et al., 2012).
A clear differentiation of each generation is somewhat controversial, given
researchers often disagree on time periods for birth cohorts. For example, how cohorts
are defined can depend on a scholar’s identification of historical events that impact a
cohort. Additionally, definitions of generational cohorts differ across nations and cultures
due to varying significant events. D’Amato and Herzfeldt (2008) identify four distinct
generations in Europe of individuals born between 1946 and 1971. Smola and Sutton
(2002) define Baby Boomers as those born between 1946 and 1964, while Sessa,
Kabacoff, Deal, and Brown (2007) indicate the cohort begins with those born in 1940.
The generational cohorts defined by Twenge, Campbell, Hoffman, and Lance’s
(2010) have been adopted for this study and include (a) Traditionalists (1925–1945), (b)
Baby Boomers (1946–1964), (c) Generation Xers (1965–1981), and (d) Millennials
(1982–1999). Each of these generational cohorts is currently in the workforce and
interacts with one another (Kleinhans et al., 2015). Individuals within each generational
cohort have been generally described as follows: (a) Traditionalist as cautious and
methodical (Strauss & Howe, 1991); (b) Baby Boomers as pressed for time and worldly
(Strauss & Howe, 1991); (c) Generation Xers as suspicious and individualistic
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(Kupperschmidt, 2000); and (d) Millennials as cognizant of problems within the
community, yet pessimistic and egotistical (Twenge et al., 2010).
Table 2.1
Generational Cohorts
Generational Cohort

Birth Years

Major Cohort Events

Traditionalists

1925-1945

World War I & II, The Great Depression

Baby Boomers

1946-1964

Vietnam War, First Man on the Moon

Gen X

1965-1981

Watergate, Fall of the Berlin Wall, Cold War

Millennials

1982-1999

Google, Social Media

1999 - present

Great Recession, Smartphones

Gen Z

Each generational cohort shares characteristics on significant issues of global,
racial, ethnic, and social restrictions (Strauss & Howe, 1991). Each cohort also shares
distinct traits entwined in their experiences and significant moments in their life (Broom,
2010; Hahn, 2011; Pitt-Catsouphes & Matz-Costa, 2009). The mutual interpretations of
events in each cohort are due to the shared experiences in society. These shared
experiences include major economic situations, significant historical events, and cultural
values (Pitt-Catsouphes & Matz-Costa, 2009).
Costanza et al. (2012) noted that generational cohorts have differences in
professional outcomes. Various strengths are brought into the workplace because each
generation is shaped by his or her experiences. Spiro (2006) states that:
everyone desires a workplace and culture that not only allows but
also encourages him or her to be a productive and influential
contributor, and stresses the importance of creating an environment
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that meets the needs and expectations of all employees, regardless of
the generation to which he or she belongs, (p. 16)
The following section describes the characteristics of the generational cohorts from 1920
to the present. Descriptions will include an overview of significant events that shaped
each generation’s characteristics personally and professionally.
Traditionalists
The notable events of the Great Depression and the World Wars shaped the
Traditionalist generation. Characteristics of the cohort consist of loyalty, a strong work
ethic, and hierarchy compliance in the workplace (Broom, 2010; Hahn, 2011). The cohort
is also known as the “Builders or Duty-first Generation” (Ballone, 2007, p. 11). Today’s
workforce continues to include this generation. Traditionalists are staying on the job past
the retirement age of 65 for a variety of reasons. Traditionalists value morals, protection,
and stability. Members of this cohort respect tangible educational establishments and
traditional formats more than online education. This generation prefers standard business
models in the workplace and a structural framework chain of command. Work ethic and
reliability are essential to the Traditionalist generation.
Traditionalists place the most value on what is best for the entire group instead of
the individual (Artley & Macon, 2009). Traditionalists are the least apt to modify work
habits and to adjust to more efficient ways of doing things than any other cohort. The
attitude of rigidness to innovation is especially prevalent when efficient ways involve
technology. Dahlroth (2008) stated, “Traditionalists prefer to receive information in a
simple, straightforward and summarized fashion, such as direct mail and any other forms
of written communication” (p. 32).
13

Traditionalists believe in the institution and infrequently question authority
(Simons, 2010; Spiro, 2006). This cohort is loyal to their employers, only being
employed by one or two organizations over an entire career (Simons, 2010). Therefore,
experience with an organization is perceived as respect, and showing respect means
security within the organization. Traditionalists are content with a structural management
style that distributes information on a need‐to‐know basis (Spiro, 2006). Traditionalists
have excellent interpersonal skills, are comfortable working with people, and diligent in
the workplace. The hard work value allows Traditionalists to value job security that
provides for the central family unit.
Baby Boomers
Baby Boomers matured in a prosperous era after World War II and were inspired
by the civil rights movement. Boomers are reliable and optimistic employees with a
dynamic, team-oriented approach to work (Broom, 2010; Hahn, 2011). Nonetheless,
there are many differences among Boomers due to the numerous social, economic, and
political changes that transpired over a 20-year time span. However, Boomers are
credited for their capability to accomplish goals and tasks through clever manipulation of
various systems (Crickenberger, 2011).
Baby Boomers tend to be idealistic in the workplace and suffer both personally
and professionally to succeed (Glass, 2007). Baby Boomers are aggressive
micromanagers who despise idle procrastination. The generation is skilled at networking
and seeking agreement within and outside the organization (Artley & Macon, 2009;
Crumpacker & Crumpacker, 2007). Gursoy, Maier, and Chi (2008) discovered that this
generation feels they are vital to work and respect power in the workplace.
14

Baby Boomers are inclined to feel more youthful than their actual age (Lehto,
Jang, Achana, & O’Leary, 2006). However, Gursoy et al. (2008) state that Baby Boomers
struggle to learn new skills, hesitant to change, and have difficulty multitasking. Despite
this, Dahlroth (2008) points out that the Baby Boomer generation has embraced new
technology in the workplace.
Hard work and long hours characterize Baby Boomers. The cohort is also noted
for their responsibility to their employers. Baby Boomers need respect and recognition
within the organization due to their experience and expertise (Southard & Lewis, 2004).
Titles, accolades, and recognition drive baby Boomers. Additionally, Boomers seek
opportunities for leadership and to mentor younger employees in the organization.
Boomers are also interested in flexible hours. Employees’ ability to control their
calendar and workload allows them to accomplish tasks in their work and family lives
(Southard & Lewis, 2004). Many Baby Boomers look for flexibility to provide care for
elderly parents or children.
Generation Xers
Generation Xers are also referred to as the Me First Generational Cohort (Ballone,
2007). Generation Xers are self-sufficient due to growing up as latchkey youth with
working guardians. This cohort’s characteristics include a desire for a high quality of life
and generally amenable to change (Broom 2010; Hahn 2011).
As a whole, the Generation X cohort is self-sufficient, independent, and distrusts
authority in the workplace (Crumpacker & Crumpacker, 2007). Members of this cohort
prefer solitary working environments instead of working in teams, which can present as a
lack of interpersonal skills. Members of this cohort enjoy working on concurrent projects
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as long as the organization allows them to give precedence to projects they deem a
priority (Gursoy et al., 2008). Generation Xers prioritize maintaining a work‐life balance.
Therefore, it is not likely that those in this cohort would forgo their personal lives to
better the company (Gursoy et al., 2008). Generation Xers discovered from their parents’
experiences of being laid off from work that following company rules and regulations
does not ensure employment. Therefore, this cohort members often have no patience for
administration and policies, particularly those that include time and attendance (Gursoy et
al., 2008).
Generation Xers have different priorities from prior generations due to their focus
on work-life balance, both personally and professionally. This generational cohort does
not pay ‘new employee’ dues by working long hours. The generation is unwilling to work
long hours because they have errands to do, children’s extracurricular events, or dinner
with friends (Wendover, 2009). Members of this cohort view loyalty as irrelevant
because employment is just a contract between employee and employer (Wendover,
2009). The lack of loyalty might also be due to having Baby Boomer workaholic parents.
Therefore, Generation Xers are focused on the balance between work and family. Simons
(2010) argues that the cohort is suspicious and does not intend to work for the same
corporation their entire career.
Spiro (2006) asserts that Generation Xers have the impression their cohort is
overlooked because they fall between two strong cohorts: Millennials and Baby Boomers.
However, Generation X and the next generational cohort, the Millennials, have common
characteristics such as (a) a sense of independence, (b) goal orientation, (c) career
challenges, (d) job flexibility, and (e) extensive training and development opportunities
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(Southard & Lewis, 2004). Southard and Lewis (2004) also suggest that Generation Xers
interpret personal control of their schedule equals to individual independence.
Generation Xers juggle work-life balance. Therefore, the members of this cohort
are motivated by freedom and time off. Although members of this cohort can be seen as
skeptical of authority figures, they appreciate supervisory messages that convey a sense
that, at times, not following the rules is good. They prefer structure and some instruction,
yet also prefer hands-off supervision and being rewarded with time off rather than public
recognition.
Millennials
Millennials are described as grazers on digital technology due to the cohort’s
inclination for digital information and multitasking (Taylor, 2007). For the most part,
Millennials were raised in an encouraging family atmosphere, focusing on personal selfworth and diversity, optimism, and high levels of community involvement (Ballone,
2007; Broom, 2010; Hershatter & Epstein, 2010). Millennials inherently accept modern
technology that includes the internet, cell phones, and social media.
The Millennial Generation is the most prominent generational cohort entering the
workforce today. Therefore, organizations need to understand the cohort’s characteristics
to motivate, recruit, and retain them as employees. The Millennial Generation represents
children of the Baby Boomer and Generation X cohorts. Researchers have observed that
Millennials display different characteristics from previous generations. These
characteristics influence their attitudes and expectations concerning work (Lyons, Ng, &
Schweitzer, 2012; Twenge, 2010). Millennials’ characteristic traits include self-serving
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behavior. The generation displays little loyalty to employers and desires an informal
work environment (Thompson & Gregory, 2012).
Additionally, this cohort members display a sense of entitlement, combined with
unrealistic anticipation of major work assignments, promotions, rewards, combined with
an unwillingness to complete unglamorous work (Thompson & Gregory, 2012).
Compared to previous generations, Millennials do not see inherent value from
employment and note a need for more freedom at work (Twenge et al., 2010). The
Millennial need for freedom includes independence from supervision, little overtime, and
work-life balance (Twenge et al., 2010). Ng, Schweitzer, and Lyons (2010) also noted
that Millennials place value on rapid career advancement, good colleagues, and diversity
in their work.
In 2014, up to 36% of the US workforce was made up of Millennial Generation
members. Additionally, by 2020, 46% of all United States workers were expected to be
Millennials (Lynch, 2008). To compare, the generation preceding them, Generation X,
represents just 6% of the current labor force. With the lack of Generation Xers in the
labor force, combined with Baby Boomers’ retirement, employers are experiencing
personnel gaps, leading organizations to seek Millennials to fill employment vacancies.
Employers report that Millennials are deficient in work-readiness skills, which
adds to workplace tension (Taylor, 2007). Millennials’ stereotypical dispositions include
inflated ego, struggle with constructive criticism, and meager communication skills.
These traits further contribute to employer dissatisfaction of employees in the Millennial
cohort.
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Millennials are more interested in extrinsic rewards in the workplace and strive to
work with creative colleagues (Twenge et al., 2010). Millennials believe balancing work
and personal life is essential. Millennials sacrifice this balance but only occasionally. This
generation’s use of modern technology allows the flexibility to work anywhere at any
time. Millennials prioritize lifestyle over organizational promotion. Therefore, if the
opportunity for an employment promotion arises and the promotion creates a precarious
work-life balance, a Millennial is likely to select lifestyle first.
Recognition preferences of Millennials include the desire for frequent positive
feedback and time off. A recent study of 6,500 managers across six companies found
Millennials were motivated by their immediate supervisor (Gilbert, 2011; Shullery,
2013). This indicator denotes that Millennials prefer receiving prompt, regular, and direct
feedback on employment accomplishments or lack thereof (Shullery, 2013). The need for
feedback leads Millennials to seek mentorship from senior members of the organization
(Twenge et al., 2010). Boomer and Millennial mentoring partnerships can create a
supervisory balance in the organization. Whereas managing performance can improve
workplace commitment, inadequate supervision can also deter employees’ engagement.
Gen Z
Scholars do not agree on the birth years or the name of the newest rising cohort.
For example, Oblinger and Oblinger (2005) titled the newest generation born between
1995 and now as Post-Millennials. However, Reeves and Oh (2008) refer to the group
born between 2001 and present Generation Z. Presently, the commonly recognized name
for the generation is Gen Z.

19

The Gen Z’ers have been exposed to more radical influencers than any generation
prior. Major influences that have shaped this cohort include violence such as the 9/11
attacks, the Columbine High School shooting, and high suicide rates due to
cyberbullying. This generation has been influenced by constant communication via social
media platforms (e.g., Twitter, Instagram, Facebook) and the Great Recession of 2008.
Beall (2016) noted that because of these significant events, characteristics of the cohort
include (a) less focus, (b) multitask oriented, (c) consumer savvy, (d) entrepreneurial, and
(e) individualistic.
The US Census Bureau approximates that the Gen Z cohort makes up about 26%
of the population. The oldest members of the cohort are 18 - 24 years of age and the
newest generation to enter the workforce today. Boitnott (2017) noted this cohort is
willing to work hard in their occupation. This work ethic is derived from seeing their
parents struggle during the 2008 Great Recession when they were previously financially
secure. The Gen Z cohort also recognizes they must work hard to prepare for retirement,
as social security may not be available to them. Boitnott (2017) also noted that the Gen Z
cohort desires a strong relationship with their coworkers and supervisors. For motivation,
they desire meaningful relationships and authentic dialogue due to the cohort’s fluency in
the technological, social media-based world.
Generations in the Workplace
Today’s organizations need to understand how generational cohorts can work
together to accomplish an organization’s goals. This insight can allow organizations to
effectively pair members of different cohorts for significant projects or choose which
cohorts members can provide effective supervision.
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Traditionalists and Millennials have a natural affinity in their shared need to
mentor and be mentored. However, contrasts exist between Generation Xers and their
need for independence and the Millennial generation’s need for a team-oriented approach
(Kaye, Scheff, & Thielfoldt, 2003). In a study conducted by the Society for Human
Resource Management (Burke, 2004), forty percent of the participants witnessed conflict
between employees due to generational differences. Even with this workplace conflict,
51% of respondents noted an overall positive relationship between the generations. Also,
31% reported that employees from different generations could learn from one another,
while 27% of the participants stated they felt various generational viewpoints improved
their work quality. Hannay and Fretwell (2011) identified similarities in the generational
cohorts that create valuable working relationships. The researchers also reported that
Boomers, Generation Xers, and Millennials have similar assumptions of how the
workplace should operate, and most value intrinsic rewards over extrinsic ones. The
researchers noted that common outcomes included all generations recognizing the
importance of technology in the workplace for efficiency and productivity. Hannay and
Fretwell (2011), all generations value communication, even though each generation
prefers different methodologies to communicate. e
As noted previously, each generational cohort shares traits due to noteworthy
events in their life (Broom, 2010; Hahn, 2011; Pitt-Catsouphes & Matz-Costa, 2009).
These events characterize each generational cohort and impact their motivation. In the
following section, the definition and effects of motivation on individuals are presented.
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Motivation Theories
Understanding the various generational cohorts and the events that shaped their
views and individual characteristics can be essential for potential employers.
Understanding individuals’ motivation can also help organizations address the personal
and professional needs of their employees. Motivation is the stimulus that causes
individuals to act or perform in a particular manner. Maslow (1943) stated that an
individual’s motivation is based on a person’s needs, arranged in a hierarchy. Maslow
believed the driving forces that cause individuals to join an organization, stay, and
perform work are unmet needs. Lower individual needs are referred to as deficiency
needs and must be satisfied before individuals strive to meet the higher order of growth
needs. Therefore, only unmet needs can motivate people (Maslow, 1943).
Motivation is compromised of two types, extrinsic and intrinsic. The theory of
extrinsic motivation is based on the ideology that people avoid punishment and repeat
desired behaviors when rewarded. Alternatively, intrinsic motivation employs the idea
that a manager creates conditions in the organization that support the individual drive and
help them grow and develop.
Herzberg’s (1964) motivation-hygiene theory followed Maslow and introduced
two key ideas: maintenance and motivating factors. Maintenance factors reduce
dissatisfaction but must be in place before workers can be stimulated. These factors are
outward or extrinsic motivators. Extrinsic factors include those such as payments for
services rendered or even compliments and notoriety. Motivating factors are internal or
intrinsic and arise from such events as receiving awards and promotions and achieving
personal and professional growth (Herzberg, 1964). Herzberg (1964) presented three
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ideas for improving motivating factors in an organization: (a) increase job enrichment by
redesigning work functions or tasks, (b) increase autonomy and participation in decision
making, and (c) expand the idea of ‘personal administration’ in which an organization
goes beyond an emphasis on maintenance factors to increase the focus on motivating the
organization’s people. Motivating factors are often feelings, such as triumph and a sense
of responsibility.
Contrarily, hygiene factors relate to precise mechanisms such as compensation,
hours, titles, and benefits (Strong & Harder, 2009). Herzberg (1964) claimed that a
deficiency in the one-factor type would deflect the focus on that factor and move focus to
another factor. For example, if an employee is continually required to work long hours,
those long work hours can reduce their overall motivation to meet their capacity for
advancement. To further prove their theory, Strong and Harder (2009) applied Herzberg’s
hygiene factors to confirm their hypothesis that if constant negative factors are present,
an employee cannot concentrate on motivation factors.
Public Service Motivation
Rainey (1982) studied managers in public and private organizations to understand
their concept of rewards. Rainey’s study revealed, “public managers are higher, to a
statistically significant degree, on the items concerning public service and work that is
helpful to others” (p. 293). While Rainey never specifically used the term public service
motivation, it was the first study that referred to the concept of being motivated to serve
the public. Since that time, the desire to serve others as part of employment has evolved
into Public Service Motivation or PSM (see Table 2.2).
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Table 2.2
The Evolution of the term Public Service Motivation (PSM)
Researcher

PSM Definition

Perry & Wise (1990)

An individual’s predisposition to respond to motives
grounded primarily or uniquely in public institutions or
organizations (p. 293)

Brewer & Selden (1998)

Strong motives to perform meaningful public, community,
and social service (p. 254)

Rainey & Steinbauer
(1999)

General altruistic motivation to serve the interests of a
community of people, a state, a nation, or humankind (p.
23)

Vendenabeele (2007)

The belief, values, and attitudes that go beyond self-interest
and organizational interest, that concern the interest of a
larger political entity and that motivate individuals to act
accordingly whenever appropriate (p. 547)

Perry and Wise (1990) defined public service motivation (PSM) as “an
individual’s predisposition to respond to motives grounded primarily in public
institutions and organizations” (p. 368). Motives are described as “mental deficiencies or
needs that an individual feels some compulsion to eliminate” (Perry, 1996, p.6). “Public
service motives are notions that activate certain behaviors, and those behaviors are based
on emotional responses to a variety of societal contexts” (Perry & Wise, 1990, p. 369).
PSM values are generally associated with employment in the public sector.
Therefore, Perry (1996) speculated that individuals who are motivated by these factors
are more likely to seek employment in a public sector organization. Brewer and Selden
(1998) further developed the concept by defining PSM as “strong motives to perform
meaningful public, community, and social service” (p. 254). Rainey and Steinbauer
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(1999) detailed PSM as “General altruistic motivation to serve the interests of a
community of people, a state, a nation or humankind” (p. 23). The most used definition
of PSM was developed by Vandenabeele (2007) as “the belief, values, and attitudes that
go beyond self-interest and organizational interest, that concern the interest of a larger
political entity and that motivate individuals to act accordingly whenever appropriate” (p.
547).
Building on Perry’s seminal work, Perry and Hondeghem (2008) distinguished
intrinsic motives linked to serving the public good and extrinsic motivators associated
with public sector organizations. These extrinsic factors include a reasonable salary,
stable employment, promotion opportunities, or accommodating work hours. The
researchers concluded that both intrinsic and extrinsic factors influence an individual’s
desire for a particular career. Stimulated by the theoretical idea of PSM, various analysts
have examined the factors that attract individuals to public service and their opinions on
the benefits of a public career. Carpenter, Doverspike, and Miguel (2012) surveyed
university students to discover the extent to which PSM identified with values connected
with public services as an indicator of interest in public sector employment. Participants
with high PSM levels were more likely to indicate a desire to have employment in a
public sector organization.
The PSM for leadership framework developed by Perry (1996) measured six
dimensions that signify an individual’s attraction to public entities. Those measures
included: (a) attraction to public policymaking, (b) commitment to public interest, (c)
civic duty, (d) social justice, (e) self-sacrifice, and (6) compassion. These dimensions
were categorized into rational, norm-based, and effective (Perry, 1996). The dimensions
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of attraction to policymaking, commitment to public interest, and an appreciation of civic
duty are key to Perry’s PSM framework. Attraction to public policymaking, organized as
rational, notes PSM’s dimension that is viewed as exciting and dramatic (Perry, 1996).
The motive can also reinforce one’s image of self-importance (Perry, 1996). Individuals
with an attraction to public policy are due to the prospect of participating in creating
public regulations (Kelman, 1987). A normative foundation of PSM, commitment to the
public interest is the need to aid in the public’s greater interest. Zhu, Li, and Yan (2012)
noted that a selfless individual’s desire to serve the public interest must be done when the
public interest is only believed as societal opinion. Public service motivation involves a
distinct appreciation of civic duty (Buchanan, 1975; Mosher, 1968; Perry, 1996). Civic
duty stems from public employees as non-elected trustees, where they function to serve a
higher power (Perry, 1996). Those individuals who hold high civic duty levels feel they
must serve the public’s more significant needs.
Social justice is categorized as a normative motive. The motive is described as
those activities intended to improve individuals’ well-being deficient in political and
economic resources. To support the motive, Perry utilized Frederickson’s (1971)
argument that public administrators’ responsibilities are to offer useful and cost-effective
services while improving social equality. The addition of social equity to those that the
public administrators serve helps define the political position in public administration
roles (Perry, 1996). Perry (1996) called upon President Kennedy’s quote, “Ask not what
your country can do for you, but what you can do for your county,” for the central motive
of self-sacrifice. Self-sacrifice is the motive of individuals ready to substitute substantial
personal rewards for public service (Perry, 1996).
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Compassion, also known in public service as the patriotism of benevolence, is a
central motive of PSM. Compassion is a boundless love of all individuals and the notion
that those individuals must be protected by the fundamental rights granted to them
(Frederickson & Hart, 1985; Perry, 1996).
Kim et al. (2013) conducted a study of PSM for use with international audiences.
Additionally, he validated the survey instrument in a dozen countries and introduced a
four-dimension, 16 item model of PSM that addressed some of the previous measurement
invariance problems. The new dimensions included self-sacrifice as the primary
dimension with three other dimensions: (a) attraction to public participation, (b)
commitment to public values, and (c) compassion. Kim (2017) further revised the PSM
instrument for use in public and private organizations.
Measuring Public Service Motivation
Gabris and Simo (1995) first studied PSM to understand whether it made a
difference to measure PSM. After studying private and public organizations, the
researchers noted that PSM does not differ in either sector. “It could be that public sector
motivation does exist, but like certain subatomic particles, it is virtually impossible to
isolate and visualize” (Gabris & Simo, 1995, p.49).
Perry (1996) developed the first scale to measure PSM in the public and private
sectors. The original scale included forty items to measure an individual’s public service
motivation across six dimensions: (a) attraction to public policymaking, (b) commitment
to the public interest, (c) civic duty, (d) social justice, (e) self-sacrifice, and (f)
compassion. However, after several tests for validity, he narrowed the scale to 24 items
across four dimensions: (a) attraction to public policymaking, (b) commitment to public
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interest, (c) self-sacrifice, and (d) compassion. These items represented values
commonly associated with public sector work, which Perry posited were factors
associated with individuals who were more likely to seek employment in public sector
organizations. The progression of the PSM measurement scale is shown in Table 2.3.
Table 2.3
Progression PSM Measurement Scale
Researcher

Study

Major Findings

Perry (1996)

Developed the first
scale to measure
PSM

Hypothesized that attraction to
policymaking, commitment to the
public interest, social justice,
civic duty, compassion and selfsacrifice, and 40 items, to
measure PSM. After testing,
dropped dimensions of social
justice and civic duty and 24
items and showed internal
validity, discrimination validity,
and high reliability.

Coursey and Pandey (2007)

Three dimension
PSM scale tested in
US managers
engaged with
information
management
activities,

good support for the shortened
scale. Showing that improvements
in the scale can be made,
corroborated the theoretical
principles first suggested by Perry
(1996).

Brudney, Coursey,
Littlepage, and Perry (2008)

Tested the four
They found a significant fit.
dimensions and 24
items the scale on
morally committed
individuals who do
essential service for
others but not
professionals.
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Table 2.3 Continued
Vandenabeele (2008)

Kim (2008)

Table 2.3 Continued

PSM theoretical
model through
confirmatory factor
analysis on Belgian
civil servants.

Finding that even though the
empirical nature was different
between Belgium and the US, the
theoretical content of PSM
suggested by Perry (1996) could
be generalized to Belgium. It also
suggested adding democratic
governance to scale.

Focused the
dimension of
attraction to
policymaking,
rewording in a
positive way all the
items negatively
worded.

The alteration and with the
elimination of two other items
from the 14-item scale. The
changes supported the validity of
the four dimension scale first
developed by Perry (1996).

Tested on Korean
public employers
supporting, in the
end,
Wright and Christensen
(2009)

Tested the internal
validity of four
different versions
of the PSM
measurement scale,
Perry (1996);
Coursey and
Pandey (2007);
Coursey,

The best fit among the four
models was used by Coursey and
Pandey (2007) with three
dimensions and ten items selected
from Perry (1996).

Brudney,
Littlepage, and
Perry, (2008); and
Kim (2008)
Brewer (2009)

Perceived ethics is
relevant in public
administration by
researchers and
practitioners
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Wanted the introduction of an
ethical dimension in the PSM
scale, “adding an ethical
dimension to the PSM construct,
formulating measurement items,

and testing the validity of those
items” (p. 2).
Table 2.3 Continued

Applied four
dimensions and 24
items to Korea

The scale did not fit, discovered
that 14 items and three
dimensions were a better fit for
Korea as public policy was not a
good fit for the country.

Made the original
Perry (1996)
measurement scale
more positive in
wording. Public
sector motivation
changed to
attraction to public
participation,
commitment to
public values
changed to
compassion and
self-sacrifice.

Each dimension adds to PSM;
therefore, it is a formative
construct.

Kim (2010)

Kim & Vandenabeele
(2010)

Felt this wording
changing made the
scale broader in
use.
Perry, Hondeghem, &Wise
(2010)

Proposed solutions
to measure PSM

Identified four approaches that
include: (a) single survey items
about public service, (b)
unidimensional scales,
multidimensional scales, and (c)
behavioral proxies

Kim et al. (2013)

A study of PSM for
use with
international
audiences.
Additionally, the
researcher
validated the

Kim et al. (2013) introduced a
four-dimension, 16 item model of
PSM that addressed some of the
previous problems of
measurement invariance
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Table 2.3 Continued
survey instrument
in a dozen
countries
Kim (2017)

Noted invariance
across countries
measuring PSM

He tailored the PSM scale to fit
the PSM measuring of Korea.

Criticism of Perry’s (1996) original work has focused on the lack of empirical
distinction across the original six dimensions (Vandenabeele, 2008; Clerkin, Paynter, &
Taylor, 2009). Kim (2008) also noted concerns related to low validity levels due to the
individual items and dimensions’ positive and negative wording. The wording of the
dimensions and items in each dimension created undesirable responses by the participants
and abstract ideas on the Likert scale. Therefore, Kim & Vandenabeele (2010) updated
the scale by changing the wording into a more positive tone.
After the PSM scale was determined to lack measurement invariance across
countries, Kim (2017) sought “to develop a PSM measure that is valid theoretically and
empirically for a single country” (p. 232). Kim (2017) tailored each item across the PSM
dimensions to utilize in Korea. Kim’s study included 29 items across four dimensions and
provided reliability and validity of PSM for use in Korea. The researcher found that the
16 item PSM measurement provided a concise tool that was equally reliable and valid
within individuals’ context in public service in Korea.
As previously stated, PSM is an individual’s innate need to serve the public. If an
individual’s need is not met, it is prepotent to an individual’s job satisfaction. The
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following section discusses job satisfaction and its contribution to recruitment and
retention to 4-H Youth Development Agents.
Job Satisfaction
An organization that incorporates the theoretical framework of recruitment and
retention, in turn, has employees with high levels of job satisfaction. The theoretical lens
of recruitment and retention is presented below. Once the theory is described, it is applied
to the concept of CES 4-H Youth Development Agents. Lastly, additional considerations
that CES are presented for 4-H Agents.
Recruitment Theory and Strategic Recruitment of 4-H Agents
The ability of an organization to recruit and retain staff is critical to the success of
the organization. Taylor and Collins (2000) purport recruitment might be the “most
critical human resource function for organizational success and survival” (p. 304).
Successful recruitment is based on an organization’s performance because its capacity
influences its abilities, strategic execution, and competitive advantage to potential
employees (Phillips & Gulley, 1997). Winston (2001) defined recruitment theory as
discovering individuals in organizations likely to contribute to positive outcomes and
succeed in their profession. Winston (2001) found that successful recruitment lies in an
individual’s interest in the organization’s specialty. Thus, recruiting employees who fit
both the job and the organization can impact both the organization and individual
employees’ motivation, performance, and longevity in the organization.
Strategic recruitment involves a well-defined strategy of practices to acquire
essential employees. These tactics should align with the organization’s goals, strategies,
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context, and characteristics (Phillips & Gulley, 1997). Strategic recruitment combines
strategy and circumstance to recruitment procedures, actions, and results.
An organization’s policies, practices, and resources influence multiple levels of
recruiting contributions (Phillips & Gulley, 1997). Organizational recruitment practices
must interconnect at all stages of human resources, both vertically and horizontally.
Therefore, vertical strategic recruitment “refers to the vertical alignment of recruiting
input factors, processes, and outcomes across organizational levels” (Phillips & Gulley,
1997, p. 6). In contrast, horizontal alignment refers to the equivalence between human
resource management systems and recruitment systems and the practices in both systems
therein (Phillips & Gulley, 1997).
Retention Theory and Retaining 4-H Agents
The retention of qualified workers is a significant interest to employers (Pfeffer,
1994). A steady workforce provides knowledgeable organizations and a supply of labor.
Retention also prevents or reduces significant costs associated with labor replacement.
Once an individual is recruited and employed by an organization, its focus must be on
retaining that employee. Employee retention encompasses the various strategies that aid
in employees’ satisfaction and motivation in the workplace (Abate, Schafer, & Pavone,
2018; Hom, Mitchell, Lee, & Griffeth, 2012). Organizations with high employee
retention assist the organization in expansion and overall organizational development.
According to a study by Strong and Harder (2009), extension agents left the
Cooperative Extension Service due to job dissatisfaction. Organizations with effective
implementation of an employee retention strategy motivate the employees, aid the
organization’s competitive advantage, and increase employee satisfaction. Employee
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satisfaction further adds value to the quality of the organization. By adopting practices
that appeal to employees, organizations create work environments that employees do not
want to leave (Joyce & Barry, 2016; Lockwood, 2006). Hausknecht, Rodda, & Howard
(2009) implied that management programs should be customized to those that are the
utmost reliable for the organization’s accomplishments
The organizational expense of losing an employee can span from 25% to 200% of
an individual’s salary and benefits (Branham, 2000). For example, replacing an extension
employee with an annual salary of $30,000 costs a land grant institution approximately
$7,185 to $30,000 (Chandler, 2005; Kutilek, 2000). The costs cited by Branham (2000)
are associated with (a) customer service disruption, (b) loss of morale among other
employees, (c) burnout of other employees, and (d) hiring a replacement.
Employee turnover is a burden on time and financial resources in an organization
(Ensle, 2005). Therefore, public service organizations must value recruitment and
retention to meet an already strapped financial budget. A successful application of
retention theory leads to an overall higher quality organization.
Conceptual Framework
This study's general objective was to measure the public service motivation of
Kentucky 4-H Youth Development Agents. The low retention rate in 4-H Agents in
Kentucky has created a need for the study. The conceptual framework presented in Figure
2.1 was used to guide the design and implementation of this study.
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Figure 2.1 Conceptual Framework for the Study

35

Four theories were used to undergird this study (as presented in the nested
circles). Motivation theory is represented in the outer circle and encompasses the other
relevant motivation theories for this study. As discussed previously, motivation is the
stimulus that causes individuals to act or perform in a specific manner. Nested within the
overall concept of motivation is the hierarchy of needs theory, which states that a basic
need must be met before an individual can attain higher levels. Maslow purports the
driving force that causes individuals to join an organization, stay, and work there is based
on their hierarchy of needs (Maslow, 1943).
Nested with the hierarchy of needs is hygiene theory. Fredrick Herzberg (1964)
identified two critical ideas in this theory: maintenance and motivating factors.
Maintenance factors reduce dissatisfaction in an organization, but they must be in place
before workers can be motivated. Additionally, hygiene theory addresses precise
mechanisms such as compensation, hours, titles, and benefits (Strong & Harder, 2009).
Herzberg (1964) claimed a deficiency in one-factor type would deflect the focus and
move the focus to another factor. Later, Strong and Harder (2009) confirmed Herzberg’s
claim by stating if constant negative factors are present, an employee cannot concentrate
on motivation factors. Therefore, if employees do not have their innate needs or
motivation met, retention will not occur.
At the innermost circle is public service motivation. 4-H Youth Development
Agents serve the public in community education of youth. Perry and Wise (1990) defined
public service motivation (PSM) as “an individual’s predisposition to respond to motives
grounded primarily in public institutions and organizations” (p. 368). PSM is commonly
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associated with public sector work, and individuals who have high levels of PSM are
more likely to seek employment in a public sector organization.
Three dimensions encompass PSM: normative (commitment to public values),
rationale (attraction to public participation), and effective (compassion and self-sacrifice).
Factors that might affect the motivation of the participants include generational cohort
and gender. It should be noted that age (generational cohort) and gender are the most
commonly analyzed independent variables in PSM research (Parola, Harari, Herst, and
Prysmakova, 2019; Ritz et al., 2016).
Each of these independent variables would be considered as a potential factor in
an individual’s PSM level. Parola, Harari, Herst, and Prysmakova (2019) noted the notion
that “females are other-orientated and males are self-orientated is primarily based in
western societies, and differences in this expectation may exist across cultures, altering
the way in which gender affects PSM development,” (p. 10). Just as gender plays a
significant role in research on PSM, so does age. Parola, Harari, Herst, and Prysmakova
(2019) also note the importance of age on PSM is, “because generativity concerns
increase with age, as people become older, their desire to have a lasting impact on society
increases,” (p. 8).
In the conceptual framework, an individual’s PSM level (high or low) can directly
impact Extension’s ability to recruit and/or retain them as 4-H Youth Development
Agent. Specifically, a high level of PSM represents an innate need to serve the public,
which could predict high job satisfaction, therefore, retention in Kentucky 4-H Youth
Development. Contrarily, low PSM levels result in low job satisfaction, a higher
likelihood of an employee leaving CES.
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Summary
The review of the scholarly literature on generational cohort theory brought
insight into how world events impact individuals. Additionally, the literature highlights a
generation’s shared experiences that impact cohort characteristics at work and home.
Next, an overview of motivation theory is presented by reviewing public service
motivation and its effects on each generational cohort. The overview is followed by how
an individual’s predisposition for public service motivation enables organizations such as
CES to have successful recruitment and retention. Lastly, information that other
organizations, such as CES, should consider when evaluating recruitment and retention
was presented.
The methodology of the study is presented in Chapter 3. Items included in the
chapter; (a) role of the researcher, (b) the rights of the participants, and (c) the ethical
practices of the study. The following chapter also covers the study’s population, sample,
setting, survey instrument, validity.

38

CHAPTER 3: RESEARCH METHODS
A noticeably low retention rate in 4-H Agents has created a need to study
Kentucky 4-H Youth Development Agents' motivation, specifically the public service
motivation of 4-H Youth Development Agents in Kentucky. Presently, the Kentucky
Cooperative Extension Service (CES) has over 50 county position vacancies. As
previously noted, employee turnover consumes an organization’s resources (Ensle, 2005;
Chandler, 2005).
This study's overall goal was to explore the public service motivation of
Kentucky Cooperative Extension Agents. Findings from this study can help understand 4H Agent turnover in Kentucky, thus helping to enhance the recruitment and retention of
new, younger employees, particularly those from the millennial generation. This chapter
presents information about the research design, study participants, instrumentation, data
collection procedures, and analysis.
Research Design
The research design represents the approach a researcher chose to combine all
study elements. An appropriate design helps ensure the researcher effectively focuses on
the phenomenon and research question(s) of interest. This study used survey research to
examine the Public Service Motivation (PSM) of Kentucky 4-H Youth Development
Agents. The study focused on the PSM of agents and differences in levels of PSM across
4-H agents.
Advantages and Disadvantages of Survey Methodology
Survey research involves gathering information from a group of people to
describe a particular population's characteristics (Fraenkel, Wallen & Hyun, 2019). Frey
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(2018) noted that surveys' significant features include predetermined questions and
participant self-reported responses.
Frey (2018) presented several advantages to surveys. First, surveys can "allow
researchers to assess participants' thoughts more directly than observational methods or
physiological tests, both of which require researchers to infer participants' thoughts"
(Frey, 2018, p. 2). Therefore, participants are asked to examine themselves internally and
respond. The response allows researchers to measure a participant's thoughts and
opinions. Secondly, utilizing surveys allows a researcher to gather a large amount of data
in a brief period. Next, surveys are economical and “typically less invasive than other
methods” (p. 2).
Surveys offer disadvantages, as well. The first is self-bias. Nisbett and Wilson
(1977) noted that participants could be unconscious of how current events or situations
affect an individual’s perception. These unconscious preconceptions can lead to biased
self-reports. Just as bias affects responses, so do what the participants feel is socially
desirable. Participants respond to questions “that reflect what participants want
researchers to believe rather than reality” (Frey, 2018, p. 3). Next, surveys are not
flexible. Survey questions are determined before administration; thus, researchers cannot
ask additional questions for clarification. Lastly, researchers might find it challenging to
develop questions that generate precise responses due to individual interpretation.
Online Surveys
Wright (2017) notes that online surveys provide accessibility, low cost, and
minimal time. Online surveys provide quick access, often via an email distribution list or
listserve. Therefore, online surveys allow participants to access a survey via a simple link
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on their smartphone, computer, or tablet. Disadvantages include sampling and access.
Incorrect or multiple email addresses for a participant can occur when using a listserve to
distribute a survey link, resulting in multiple responses from the same person or no
response, which affects the sample. Participants may have issues accessing the online
survey because of a lack of internet.
Study Purpose and Research Questions
This study aimed to determine the public service motivation of Kentucky
Cooperative Extension 4-H Youth Development Agents. Three research questions guided
the study.
Research Question 1. What is the level of public service motivation of 4-H
Youth Development Agents in Kentucky?
Research Question 2. What is the level of job satisfaction among Kentucky CES
4-H Youth Development Agents?
Research Question 3. Does the PSM level differ based on gender, generational
cohort, or level of job satisfaction?
Sample and Participants
The study population included University of Kentucky CES 4-H Agents, located
in each county of the commonwealth. While there were 150 Kentucky CES 4-H Youth
Development Agents positions at the time of the study, there were 90 Kentucky CES 4-H
Youth Development Agents and 60 vacant positions. Of the 90 staff, 23% were male, and
77% female, while 95% were White and 5% Black.
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A total of 58 agents (64%) opened the survey. Of these, ten did not consent to the
survey, and three did not complete any questions on the survey. The final number of
responses included in data analysis was 45, for an overall response rate of 50%.
Respondents to the survey were demographically similar to the study population
with respect to gender and race (see Table 3.1). Participants primarily represented
Generation Xers (75.5%), followed by Baby Boomers (22.2%).
Table 3.1
Participant Demographic Information (N = 45)
Demographic Information

% (N)

Gender
Male
Female
Prefer not to Answer
Race
African American
White
Ethnicity
Spanish or Latino origin
Non-Spanish or Latino
Generational Cohort
1925-1945 Traditionalists
1946-1964 Baby Boomers
1965-1981 Generation Xers
1982-1999 Millennials
1999- Later Gen Z

26.7% (12)
73.3% (33)

4.4% (2)
95.6% (43)
-100% (45)
2.2% (1)
22.2% (10)
53.3% (24)
17.8% (8)
4.4% (2)

Rights of Participants
The researcher completed The Collaborative Institutional Training Initiative in
Human Research Social and Behavioral Investigators and Key Personnel. The
university’s Institutional Review Board (IRB) reviewed and approved all aspects of the
study. An online survey was used, including informed consent and a cover letter
invitation to the survey. Informed consent included: (a) where the study would take place,
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(b) possible risks, (c) possible benefits, (d) costs, (e) who sees the information, (f) how
the participant could withdraw from the study, and (g) whom to contact for questions or
concerns. Participants indicated consent via a button of consent, which allows them to
respond to survey questions. If they did not consent, the survey closed.
Personal identifying information, including IP address, was removed before data
analysis, and data were stored on a password-protected computer with an encrypted hard
drive. The computer was stored in a locked office on the University of Kentucky campus.
Instrumentation and Procedures
The 29 PSM items used in the Kim (2017) survey, as described in Chapter 2, were
adapted for this study. Prior to implementing the survey, two non-4-H CES agents were
asked to review the survey items to identify areas of potential confusion or incongruency
with the Kentucky extension context. Based on this review, five of the survey's original
29 items were deleted. A complete description of expert recommendation and resulting
changes to the PSM items is presented in Appendix A. Formatting changes, such as
keeping all statements in a matrix style and alternate line shading, were also suggested to
support the survey's online format.
The final survey (Appendix D) included 24 items across the four dimensions of
public service motivation: (a) attraction to public service (items 1-7), (b) commitment to
public values (items 8-14), (c) compassion (items15-19), and (d) self-sacrifice (items 2025). For each item, participants were asked to rate their level of agreement that the
statement described them, using a five-point Likert scale of 5 = strongly disagree, 4 =
disagree, 3 = neutral, 2 = agree, and 1 = strongly agree.
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In addition to the 24 adapted items from the Kim (2017) survey, two additional
items were included (items 25 and 26). Items were developed based on retention theory,
and statements were designed to measure participants' job satisfaction levels, using the
same five-point Likert scale. The last section of the survey included three demographic
questions focused on the generational cohort of each participant (Q27) ethnicity, (Q28)
race, and (Q29) gender. Variables related to generational cohort and gender were used to
examine potential differences in PSM. Variables related to ethnicity and race were used
to ensure survey respondents were demographically similar to the population of 4-H
agents under study.
Steps to Reduce Measurement Error
Measurement error in survey research can occur in three areas: (a) the survey
instrument, (b) the survey participant, and (c) the method of data collection. Therefore,
the following steps were taken to reduce the measurement error for the survey used in
this study.
First, to address survey instrument error, the survey design protocol was followed
related to basic reading level word usage, simple directions that are repeated, clearly
identifiable response marking, and a visually appealing design. The survey was presented
in a table format with alternating shading for ease of line readability. Additionally, the
survey instrument used a consistent 5-point Likert scale and required participants to
respond before moving forward.
Measurement error can occur in the survey from the participant. However,
surveys rely on participants to be truthful in their responses. Untruthful survey responses
lead to response bias. Response bias “refers to the various conditions and biases that can
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influence survey responses. The bias can be intentional or accidental, but with biased
responses, survey data becomes less useful as it is inaccurate” (Johnson, 2019).
Therefore, when creating the original public service motivation scale, Perry (1996) and
Kim (2017) took steps to avoid priming effects or bias by placing PSM items at the
beginning of the survey.
Lastly, this survey was administered online using Qualtrics (Qualtrics, Provo,
UT), which included the option to require participants to respond to one question before
moving to the next question. The response requirement reduced the likelihood of
participants accidentally skipping questions.
Data Collection Procedures
Procedures used to collect, and store data should be carefully considered to
uphold the research's integrity. Several steps were taken during the data collection
process to ensure the data's reliability and improve the return rate. The timing of survey
distribution was considered based on the Kentucky 4-H program year, which runs from
September 1 through August 30. Agents are generally busiest in September when new
youth programs start. Therefore, the survey was distributed in October and November,
after the programs were underway.
Approval for the study was obtained from the Kentucky 4-H Program Leader and
Assistant Dean for the University CES program and denoted in the survey invitation.
While the study was approved through organizational leaders, potential respondents were
not required to participate in the research study. In addition, organizational leaders were
not involved with the research project and did not have access to the respondents' survey
data or information.
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The survey was created in a password-protected online software, Qualtrics
(Qualtrics, Provo, UT). The 4-H agents were invited to participate in the study via email
by the researcher the week of November 12, 2019. The initial email invitation included a
cover letter and consent form, as well as a link to the survey. The first reminder was sent
via email by the researcher one week after the initial request, the week of November 21,
2019. The email thanked the participants who had already completed the survey. Also,
the email asked others to complete the survey who had not yet participated. The reminder
once again included the link to the survey for ease of access to the survey instrument. The
second and final reminder was sent the week of December 2, 2019 and included the same
information as the first reminder.
Data Analysis
Survey responses were extracted from Qualtrics (Qualtrics, Provo, UT) in an
Excel spreadsheet. Prior to extraction, the stats IQ function of Qualtrics (Qualtrics, Provo,
UT) was used to review each public service motivation item for nonresponse or data
errors. The researcher was then able to export the raw data and import it into SPSS for
further analysis.
The analysis included descriptive and inferential statistics. For level of PSM,
frequencies, means, and standard deviations were calculated based on the five-point
Likert agreement scale at the statement, dimension, and overall PSM levels. For job
satisfaction, frequencies, means, and standard deviations were calculated for the two
statements, then an overall mean was calculated for job satisfaction.
To determine differences in PSM levels (DV) based on the independent variables
(generational cohort, gender) one-way ANOVA and independent-samples t-test were
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conducted. Finally, inter-dimensional correlations were used to determine the PSM
measure's validity with the population in this study.
Summary
Chapter three focused on presenting the study's research design, including an
overview of the PSM instrument used in this study, the study sample, data collection
procedures, and analytic strategy. Chapter 4 will present the study results.
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CHAPTER 4: RESULTS
The Cooperative Extension Service has experienced a high turnover rate in county
4-H Youth Development Agents in recent years. This study used survey research to
examine the Public Service Motivation (PSM) of Kentucky 4-H Youth Development
Agents. The study focused on the PSM of agents and differences in PSM across
generational cohorts. Chapter 4 includes a presentation of the findings from the survey
for each of the three research questions:
Research Question 1. What is the level of public service motivation of 4-H
Youth Development Agents in Kentucky?
Research Question 2. What is the level of job satisfaction among Kentucky CES
4-H Youth Development Agents?
Research Question 3. Does the PSM level differ based on gender, generational
cohort, or level of job satisfaction?
Level of Public Service Motivation
Frequency distributions of scores on the statements that comprised the four
dimensions of the survey were utilized to determine the PSM level of Kentucky 4-H
agents. Lavrakas (2008) states, “The frequency distribution is the basic building block of
statistical analytical methods and the first step in analyzing survey data. It helps
researchers; (a) organize and summarize the survey data in a tabular format, (b) interpret
the data, and (c) detect outliers (extreme values) in the survey data set” (p.293).
The first research question focused on identifying the level of public service
motivation (PSM) of 4-H Youth Development Agents in Kentucky. As presented in
Table 4.1, overall, the PSM of 4-H agents was high, with a mean of 1.71 (SD .50) on a
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five-point scale, with 1 being high level and 5 low levels of PSM. Across all PSM
statements measured, very few participants (2.3% to 13.6%) strongly disagreed with a
statement.
In addition to the overall PSM level, four dimensions of PSM were measured: (a)
self-sacrifice, (b) attraction to public service, (c) commitment to public values, and (d)
compassion. The self-sacrifice dimension describes an individual that substitutes personal
rewards for public service (Perry, 1996). The self-sacrifice dimension had an overall
mean of 1.77 (SD .61), slightly lower than the overall PSM mean. Within this dimension,
participants indicated their highest agreement with the statement giving back to society
rather than getting (M= 1.55; SD = .70). In contrast, the lowest agreement levels across
participants were for the statement civic duty before self (M = 2.11; SD = .75).
The second PSM dimension is the attraction to public service, which describes
how individuals are drawn to participating in public participation. The overall mean of
this dimension was 2.24 (SD .67) and was the lowest dimension measured. This
dimension also had the largest number of statements for which participants indicated
strongly disagree (n = 12). Within this dimension, participants indicated their highest
levels of agreement with the statement make the country better (M = 1.41; SD = .73), and
the lowest levels of agreement and highest variance for the statement discuss government
policies (M = 3.02; SD = 1.19).
The third dimension was a commitment to public values, which measures the
participants' need to serve regarding the public's best interest. This dimension's overall
mean was 1.40 (SD .55) and was the highest PSM dimension measured. Within this
dimension, participants indicated the highest level of agreement with the statement public
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servants act ethically (M= 1.11; SD = .39). The lowest level of agreement across
participants was the statement of all people's well-being (M = 1.59; SD = .84).
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Table 4.1
PSM Levels by Dimension (n=44)

Dimension
Statement
Self–Sacrifice (6 statements)
Make sacrifices for the good of society
Civic duty before self
Give back to society
Serving others gives good feeling
Making a better society over personal
achievements
Give back to society more than get
Attraction to Public Service (7 statements)
Discuss government policies
Contribute to society development
Solve social problems
Protect democratic government
Make country better
Reflect personal views on policy issues
Contribute to realizing constitutional
principles in society
Commitment to Public Values (7
statements)
Equal opportunities for all
Well-being of all people
Future generations taken into account in
public policies
Public servants act ethically
Public servants legitimate activities
Support individual liberties
Make every effort to ensure democracy

SA

A

N

D

SD

M (SD)

% (n)

% (n)

% (n)

% (n)

% (n)

1.77 (.61)
1.73 (.66)
2.11 (.75)
1.55 (.70)
1.66 (.75)

36.4% (16)
18.2% (8)
54.5% (24)
47.7% (21)

56.8% (25)
56.8% (25)
38.6% (17)
40.9 (18)

4.5% (2)
20.5% (9)
4.5% (2)
9.1% (4)

2.3% (1)
4.5% (2)
2.3% (1)
2.3% (1)

---------

1.80 (.82)

40.9% (18)

43.2% (19) 11.4% (5)

4.5 (2)

--

1.55 (.70)
2.24 (.67)
3.02 (1.19)
1.68 (.71)
2.16 (.99)
2.09 (1.03)
1.41 (.73)
3.07 (1.09)

54.5% (24)

38.6% (17) 4.5% (2)

2.3% (1)

---

4.5% (2)
45.5% (20)
27.3% (12)
31.8% (14)
65.9% (29)
6.8% (3)

40.9% (18)
40.9% (18)
43.2% (19)
38.6% (17)
31.8% (14)
25.0% (11)

25.0% (11)
--13.6% (6)
2.3% (1)
--27.3% (12)

13.6% (6)
----4.5% (2)
--9.1% (4)

2.23 (.96)

25.0% (11)

38.6% (17) 25.0% (11)

11.4% (5)

---

1.36 (.75)
1.59 (.84)

75.0% (33)
54.5% (24)

18.2% (8) 2.3% (1)
38.6% (17) 2.3% (1)

4.5% (2)
2.3% (1)

--2.3% (1)

1.36 (.61)

68.2% (10)

29.5% (13) 2.3% (1)

---

---

1.11 (.39)
1.36 (.69)
1.41 (.66)
1.57 (.93)

90.9% (40)
72.7% (32)
65.9% (29)
61.4% (27)

6.8% (3)
20.5% (9)
29.5% (13)
29.5% (13)

--2.3% (1)
2.3% (1)
4.5% (2)

------2.3% (1)

15.9% (7)
13.6% (6)
15.9% (7)
22.7% (17)
2.3% (1)
31.8% (14)

1.40 (.55)
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2.3% (1)
4.5% (2)
2.3% (1)
2.3% (1)

Table 4.1 Continued
PSM Levels by Dimension (n=44)
SA
A
N
D
Dimension
M (SD)
% (n)
% (n)
% (n)
% (n)
Statement
Compassion (5 statements)
1.44 (.67)
Sympathetic to the underprivileged
1.59 (.84)
56.8% (25)
31.8% (14) 9.1% (4)
2.3% (1)
Empathize with those facing difficulties
1.50 (.82)
63.6% (28) 27.3% (12) 6.8% (3)
2.3% (1)
Upset when others treated unfairly
1.55 (.70)
54.5% (24)
17 (38.6%) 4.5% (2)
2.3% (1)
Consider the welfare of others is important
1.30 (.63)
77.3% (34)
18.2% (8) 2.3% (1)
2.3% (1)
I care about other people
1.27 (.73)
81.8% (36)
13.6% (6) 2.3% (1)
2.3% (1)
Overall PSM
1.71 (.50)
Scale of 1 = Strongly Agree; 2 = Agree; 3 = Neither agree or disagree; 4 = Disagree; 5 = Strongly Disagree
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SD
% (n)
-----------

The fourth dimension was compassion, which measures the limitless affection of
all individuals. This dimension's overall mean was 1.44 (SD = .67) and was the second
highest dimension measured. Within this dimension, participants indicated their highest
level of agreement with the statement I care about other people (M = 1.27; SD = .73).
The lowest level of agreement and highest variance for the statement sympathetic to the
underprivileged (M = 1.59; SD = .84).
Due to the small sample size, Likert ratings were collapsed into a dichotomous
variable of Agree (Strongly Agree/Agree) and Disagree (Neutral, Strongly Disagree
&Disagree) to support further analysis on differences. The recalculated overall level of
PSM and PSM by dimension is presented in Table 4.2. Overall, the PSM of 4-H agents
remained high with a mean of 1.15 (SD = .17). Across the dimensions, 4-H agents
agreed more strongly with statements related to a commitment to public values (M =
1.06; SD .17) and compassion (M = 1.07; SD .22), than self-sacrifice (M = 1.13; SD .25)
or attraction to public service (M = 1.33; SD .25).
Table 4.2
Agreement/Disagreement by PSM Statement (n=44)

Dimension
Statement
Self–Sacrifice (6 statements)
Make sacrifices for the good of society
Civic duty before self
Give back to society
Serving others gives good feeling
Making a better society over personal achievements
Give back to society more than get
Attraction to Public Service (7 statements)
Discuss government policies
Contribute to society development
Solve social problems
Protect democratic government
Make country better
Reflect personal views on policy issues
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M (SD)
1.13 (.25)
1.07 (.25)
1.25 (.44)
1.07 (.25)
1.11 (.32)
1.16 (.37)
1.07 (.25)
1.33 (.25)
1.55 (.50)
1.30 (.46)
1.68 (.47)
1.13 (.35)
1.36 (.49)
1.30 (.46)

Agree
% (n)

Disagree
% (n)

93.2% (41)
75% (33)
93.2% (41)
88.6% (39)
84.1% (37)
93.1% (41)

6.8 % (3)
25% (10)
6.8% (3)
11.6% (5)
15.9% (7)
6.8 % (3)

45.5% (20)
86.4% (38)
70.5% (31)
70.4% (31)
97.7% (43)
31.8% (14)

54.5% (24)
13.6% (6)
29.9% (13)
29.5% (13)
2.3% (1)
68.2% (30)

Table 4.2 Continued
Agreement/Disagreement by PSM Statement (n=44)

Dimension
Statement
Contribute to realizing constitutional principles in
society
Commitment to Public Values (7 statements)
Equal opportunities for all
Well-being of all people
Future generations taken into account in public policies
Public servants act ethically
Public servants legitimate activities
Support individual liberties
Make every effort to ensure democracy
Compassion (5 statements)
Sympathetic to the underprivileged
Empathize with those facing difficulties
Upset when others treated unfairly
Consider the welfare of others is important
I care about other people

Overall PSM

M (SD)

Agree
% (n)

Disagree
% (n)

1.02 (.15)

63.6% (28)

36.4% (16)

93.2% (41)
93.1 (41)
97.7% (43)
97.7% (43)
93.2% (41)
95.4% (42)
90.9% (40)

6.8 % (3)
6.8 % (3)
2.3% (1)
2.3% (1)
6.8 % (3)
4.6% (2)
9.1% (4)

88.6% (39)
90.9% (40)
93.1% (41)
95.5 (42)
95.4% (42)

11.4% (5)
9.1% (4)
6.8 % (3)
4.6% (2)
4.6% (2)

1.06 (.17)
1.07 (.25)
1.06 (.25)
1.02 (.15)
1.02 (.15)
1.07 (.25)
1.05 (.21)
1.09 (.29)
1.07 (.22)
1.11 (.32)
1.09 (.29)
1.07 (.25)
1.05 (.21)
1.05 (.21)
1.15 (.17)

1 = Agree; 2 = Disagree

Level of Job Satisfaction
The second research question focused on job satisfaction among Kentucky CES
4-H Youth Development Agents. As presented in Table 4.4, the overall mean of job
satisfaction was 1.06 (SD .19), with high levels of agreement across both questions (M =
1.43; SD .82 and .63). Job satisfaction and PSM were highly correlated (r = .583, p =
.000). Job satisfaction was also highly correlated with two PSM dimensions: commitment
to public values (r = .593, p = .000), and compassion (r = .492, p = .001).
Table 4.3
Job Satisfaction levels (n=44)

Statement
Job Satisfaction
My job is challenging

M (SD)

SA

A

N

D

SD

% (n)

% (n)

% (n)

% (n)

% (n)

66.7%
(30)

26.7%
(12)

---

2.3% (1)

2.3% (1)

1.06 (.19)
1.43 (.82)
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Table 4.3 Continued

Statement

M (SD)

SA

A

N

D

SD

% (n)

% (n)

% (n)

% (n)

% (n)

62.2%
28.9%
1.43 (.63)
I like the work that I do
(28)
(13)
6.7% (3)
----Scale of 1 = Strongly Agree; 2 = Agree; 3 = Neither agree or disagree; 4 = Disagree; 5 = Strongly Disagree

PSM Differences by Variables
The third research question focused on differences in PSM level based on gender,
level of job satisfaction, and generational cohort. Due to the high levels of job
satisfaction, over 90% of participants like their work and find their job challenging, PSM
could not be determined by job satisfaction.
PSM and Generational Cohort
A one-way ANOVA was conducted to compare the effect of generational cohort
on the level of public service motivation. Traditionalist (n = 1) and Gen Z (n = 2) were
excluded from analysis. For overall PSM, Millennials have the highest levels of PSM (M
= 1.11, SD 0.094), but there was no significant effect of generational cohort on overall
PSM (Table 4.4). At the dimension level, the Gen X cohort members had the highest
level of commitment to public values (1.02, SD 0.089) and Millennials of compassion (M
= 1.02, SD 0.071). Baby Boomers have the lowest levels of attraction to public service
(M = 1.37, SD 0.193). There was no significant effect of generational cohort on the
dimensions of PSM (Table 4.4).
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Table 4.4
Means, Standard Deviations, and ANOVA Analysis of Variance for Overall PSM and
Generational Cohorts (n = 41)
Gen. Cohort
Baby Boomers (n = 10)
Gen X (n = 23)
Millennials (n = 8)
Source
Between Groups
Within Groups
Total

Mean
1.15
1.13
1.11
Sum of Squares
.009
.472
.482

SD
.128
.109
.094
Df
Mean Squares
2
.005
38
.012
40

F-ratio
.364

Table 4.5
Means, Standard Deviations, and ANOVA Analysis of Variance for Dimensions of PSM
and Generational Cohorts (n = 41)
Dimension

Self–Sacrifice

(6 statements)
Attraction to
Public Service
(7 statements)
Commitment to
Public Values

Baby Boomers
(n = 10)
Mean
SD

Gen X (n =
23)
Mean SD

Mean

Millennials
(N = 8)
SD

1.06

.097

1.15

.250

1.08

.212

1.37

.193

1.31

.250

1.27

1.94

1.03

.090

1.02

.089

1.05

.106

1.14

.327

1.03

.092

1.02

.071

1.15

.128
Sum of
Squares

1.13

.109 1.11
Mean
Squares

.094

.068

2

.034

1.78

38

.047

1.84
.050

40
2

.025

1.97

38

.052

2.021
.007

40
2

.004

(7 statements)
Compassion

(5 statements)
Overall PSM

Self–Sacrifice

(6 statements)

Attraction to
Public Service
(7 statements)

Commitment to
Public Values

Source
Between
Groups
Within
Groups
Total
Between
Groups
Within
Groups
Total
Between
Groups

Df

56

F-ratio

.722

.481

.420

Table 4.5 Continued
Means, Standard Deviations, and ANOVA Analysis of Variance for Dimensions of PSM and
Generational Cohorts (n = 41)
(7 statements)

Compassion

(5 statements)

Overall PSM

Within
Groups
Total
Between
Groups
Within
Groups
Total
Between
Groups
Within
Groups
Total

.328

38

.009

.335
.099

40
2

.049

1.18

38

.031

1.28
.009

40
2

.005

.472

.38

.012

.482

40

1.58

.364

PSM and Gender
An independent-samples t-test was conducted to compare public service
motivation in males (n = 12) and females (n = 32). In the comparison between males and
females and overall PSM (Tables 4.6 and 4.7), means were similar (males M = 1.15, SD
.039; females M = 1.15, SD = .186) and were not statistically significant (t = -.068;
p≥.05). At the dimension level, males had higher levels of commitment to public values
(Mean = 1.03, 0.086) and females the highest levels of compassion (M = 1.05, SD 0.187).
No differences were statistically significant.
Table 4.6
T-Test Descriptives Overall PSM and Gender (n=44)

PSM

Gender
Male (n = 11)
Female (n = 33)

Mean
1.15
1.15

57

SD
.129
.186

t

df

p

-.068

42

.615

Table 4.7
T-Test Descriptives Gender and PSM Dimensions (n = 44)
Dimension

Self–Sacrifice (6 statements)

Attraction to Public Service
(7 statements)
Commitment to Public Values

(7 statements)
Compassion (5 statements)
Overall PSM

Male
Female
(n = 11)
(n = 33)
Mean
SD Mean SD
1.07
.185 1.15 .186

t

df

p

-.912 42 .300

1.34

.195

1.33

.271

.049

42 .150

1.03

.086

1.06

.196

-.635 42 .218

1.15
1.15

.311
.129

1.05
1.15

.187
.186

1.25 42 .054
-.068 42 .615

Reliability of the PSM Measure
Lastly, inter-dimensional correlations were used to determine the reliability of the
PSM measure used in this study. The PSM dimensions of attraction of public service,
commitment to public values, self-sacrifice, and compassion had high positive
correlations (See Table 4.8). The lowest correlation was between self-sacrifice and
compassion (.309), and the highest was between commitment to public values and
compassion (.708). Overall, findings were similar to those reported by Kim (2017) for
inter-dimensional correlations of his 29-item measure in terms of significance levels. All
were reported at p = .01 with the exception of attraction to public service/self-sacrifice
and compassion/self-sacrifice, which were both significant at the p = .05 level. Overall,
the four dimensions of PSM and the overall PSM displayed high reliability.
Table 4.8
Correlations PSM Dimensions
Dimension
1. Attraction to Public Service
2. Commitment to Public
Values
3. Self-Sacrifice
4. Compassion
5. Overall PSM

Alpha M
SD 1
2
.686
1.13 .25
.879
1.33 .25 .444**
.911
.882
.886

3

4

1.06 .17 .374* .488**
1.07 .22 .429** .708** .309*
1.15 .17 .755** .824** .722** .775**

** Correlation significant 0.01 level (2-tailed) * Correlation significant at .05 level (2-tailed).
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Summary
In chapter 4, findings were reported by research question. First, the PSM of 4-H
agents was presented overall and by dimension using the five-point scale. Secondly,
findings were presented dichotomously by agree (combining strongly agree and agree)
and disagree (neutral, disagree, and strongly disagree) for overall PSM and by dimension.
Next, findings related to the overall job satisfaction of 4-H agents were presented,
followed by differences in PSM based on generational cohort and gender. In chapter 5, a
discussion of these findings will be presented, implications discussed, and a new
proposed conceptual framework presented to guide future research.
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CHAPTER 5: DISCUSSION
This study explored the public service motivation of Kentucky Cooperative
Extension Service (CES) 4-H Youth Development Agents. Perry (1996) noted that
individuals with high public service motivation (PSM) seek public service employment.
Later, Kim (2007) developed a tool for measuring PSM levels with employees in the
public sector. Kentucky CES 4-H Agents serve the public through the community with
positive youth development education programs. Currently, the Kentucky 4-H program
has struggled to retain its agents. Estimates on the cost of losing an employee range from
25% to 200% of an employee's salary (Branham, 2000). Therefore, high turnover rates of
4-H agents are costly for the Kentucky Cooperative Extension Service.
Research questions that guided the study included:
Research Question 1. What is the level of public service motivation of 4-H
Youth Development Agents in Kentucky?
Research Question 2. What is the level of job satisfaction among Kentucky CES
4-H Youth Development Agents?
Research Question 3. Does the level of PSM differ based on gender, generational
cohort, or level of job satisfaction?
To answer the research questions, a survey was conducted with state 4-H Youth
Development Agents. The dependent variable was the level of public service motivation
or PSM. The independent variables were gender, generational cohort, and job
satisfaction. An existing PSM survey (Kim, 2017) was adapted for use in this study.
In this chapter, the study's significant findings are presented, including a revised
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conceptual model based on findings. Contributions to the field of study, measurement of
PSM, and study limitations are presented, followed by a discussion of future research.
Study Findings
The first research question in this study was designed to determine the level of
public service motivation of 4-H Youth Development Agents in Kentucky. Overall,
findings from this study indicate that Kentucky 4-H Youth Development Agents have
high levels of PSM. Four dimensions of PSM were measured: (a) attraction to public
service, (b) commitment to public values, (c) compassion, and (d) self-sacrifice.
Across the four dimensions, the highest agreement levels were found in two
dimensions, commitment to public values and compassion. This finding is not surprising
in that the statements included in the dimensions are also found in the 4-H Essential
Elements Theory, which includes: (a) belonging, (b) independence, (c) mastery, and (d)
generosity (https://nifa.usda.gov/resource/essential-elements-4-h). Kentucky 4-H Agents
are trained on these elements during their new employee orientation and must implement
the elements into all areas of educational programming.
While Kentucky 4-H agents had high ratings across three of the four dimensions,
findings were mixed with relation to the attraction to public service dimension,
particularly for the statements "personal views on policy issues" and "I like to discuss
government policies." One potential reason might be the University of Kentucky Human
Resources Policy and Procedure #76: Political Activities and Public Office, which
appears to be in direct opposition to these two statements.
University employees shall not engage in political activities on University
property during regular University working hours or at official university
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functions. University employees shall not, in their official capacities, including
instructional responsibilities, engage in political activities. University employees
shall not depict their personal views as representing the University when engaged
in political activities. University employees shall not attempt to coerce other
employees or students to participate in or support their political activities
(https://www.uky.edu/hr/policies/political-activities-and-public-office).
PSM has also been found to be high in previous studies. Taylor (2010) discovered
that public servants share more similarities to nonprofit workers than private employees
regarding their PSM and civic participation. Additionally, public sector employees
displayed higher PSM levels than private-sector employees (Houston, 2006; Lyons et al.,
2006). High levels of PSM were also found in international research studies of public
sector employees ( Liu, Du, Wen, & Fan, 2012; Leisink & Steijn, 2009). Therefore, the
high PSM levels found in Kentucky 4-H Youth Development Agents are consistent with
previous studies.
The second research question in this study was designed to determine the level of
job satisfaction among Kentucky CES 4-H Youth Development Agents. Findings indicate
that Kentucky 4-H Youth Development Agents are satisfied with the type of work they
do and find it challenging. This level of satisfaction could be attributed to the nature of
public service employment. Studies confirm that public employees are more satisfied
(DeSantis & Durst, 1996; Maidani,1991; Steel & Warner, 1990) or as satisfied as
employees in the private business (Emmert & Taher, 1992; Gabris & Simo, 1995; Lewis,
1991).
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The United States Department of Agriculture reports that the Cooperative
Extension Service's primary mission is "to provide research-based information to its
range of audiences" (https://nifa.usda.gov/extension). CES's research and programs are
based upon needs assessment of individuals in the respective communities of CES.
Community needs are ever-changing. Bradshaw (1972) noted four types of needs: (a)
normative, (b) comparative, (c) expressed, and (d) felt. Once needs are identified by the
community, CES researches and develops materials for community education. Therefore,
CES programs' content is ever-evolving, and agents must educate themselves on current
issues through professional development opportunities. This constant change can create
challenging yet satisfying employment for continuous learning and help solve community
issues.
Additional support for job satisfaction of 4-H agents comes from the 2019
University of Kentucky Human Resources Work-Life survey. The most recent findings
from the survey indicate that for those staff who work in CES: (a) 90% agree or tend to
agree their work gives them a sense of personal accomplishment, (b) 95% agree or tend
to agree that they are proud to be associated with UKY, and (c) 86% would recommend
UKY as a good place to work (University of Kentucky Human Resources, 2019).
This study's final research question explored differences in PSM based on
Kentucky 4-H Agent’s gender, generational cohort, or level of job satisfaction.
Findings indicate no differences in PSM level based on any of the independent variables,
not surprising, given the overall high levels of job satisfaction and PSM across the
respondents.
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Contribution to the Field
Returning to the original conceptual model (Figure 5.1) presented in Chapter 2, it
was anticipated that younger generational cohorts, particularly Millennials, would have
lower public service motivation levels, thus having lower job satisfaction levels. The
expectation was based on the difficulty in attracting and retaining staff within this cohort
in Kentucky's Cooperative Extension program.
Figure 5.1
Conceptual Model

Based on findings from the study, a new conceptual model was developed (Figure
5.2). In this model, recruitment and retention theories have been added to the hierarchy of
needs and hygiene theory. Rather than using a nested design, individual theories are
linked with two significant variables; public service motivation and job satisfaction in the
new model. The two linked variables are in recognition of job satisfaction's potentially
more substantive role in recruiting and retaining Kentucky 4-H Agents. In this study, no
significance was found between PSM and the independent variables of generational
cohort, gender, or job satisfaction.
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Figure 5.2
Revised Conceptual Model
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Job satisfaction is linked with the theories of (a) hierarchy of needs theory, (b)
hygiene of needs, (c) recruitment theory, and (d) retention theory. The hierarchy of needs
theory states that a basic need must be met before an individual can attain higher levels.
Maslow asserts the primary influence that causes individuals to join an organization, stay,
and work there is based on their hierarchy of needs (Maslow, 1943). Fredrick Herzberg
(1964) identified two critical ideas in hygiene theory, maintenance, and motivating
factors. Maintenance factors reduce dissatisfaction in an organization, but they must be in
place before workers can be motivated. Herzberg (1964) claimed a deficiency in onefactor type would deflect the focus and move the focus to another factor. Therefore, if
employees do not have their innate needs or motivation met, retention will not
occur. Hence, the level of an individual's job satisfaction is made up of work-life balance
and motivation and is impacted by an individual's generational cohort.
PSM is linked to the theories of (a) hierarchy of needs, (b) hygiene theory, and (c)
motivation theory. Perry and Wise (1990) defined public service motivation
(PSM) as "an individual's predisposition to respond to motives grounded primarily in
public institutions and organizations" (p. 368). Therefore, an innate need to serve the
public motivates those with high levels of PSM. That motivation provides the linkage for
the hierarchy of needs theory and hygiene theory previously discussed.
Three dimensions encompass PSM: normative (commitment to public values),
rationale (attraction to public participation), and effective (compassion and selfsacrifice). The compassion and self-sacrifice dimensions fall under the effective category
PSM dimensions. Perry (1996) defines compassion as a love for all people, and
individuals must be protected by their fundamental rights. While in the self-sacrifice
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dimension, individuals are willing to forgo personal rewards for public service. Both
dimensions can be affected by CES's culture and the basic theory of the 4-H Essential
Elements implemented in all 4-H programming.
In this study, the rationale dimension of attraction to public service had the
highest disagreement amongst 4-H agents. Zhu, Li, and Yan (2012) noted that the
rationale dimension is an individual's desire to serve the public when public interest is
understood as a public belief. It is possible that the level of disagreement on this
dimension was due to organization policy and procedures. Therefore, organization
policies and procedures can affect job satisfaction as well as PSM.
All the linkages play a critical role in the overall recruitment and retention of
Kentucky 4-H Youth Development Agents. Meeting the needs of 4-H agents through
motivation and serving the public with PSM play a role in retention. However, outside
factors such as organizational policy, generational cohort, and culture may impact an
individual's PSM level and produce retention or employee loss.
CES Organizational Policy
In this study, KY 4-H agents indicated high levels of agreement with the
dimensions of commitment to public values and compassion and the lowest levels with
attraction to public service. One potential reason for this finding rests with the current
organizational policies and practices, including the 4-H Essential Elements and existing
UKY HR policies.
The organizational policies and procedures note the potential power and influence
on CES employees. The 4-H Essential Elements that include: (a) mastery, (b) belonging,
(c) independence, and (d) generosity are required to be included in the state adopted
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curriculum. This policy of including the essential elements as part of the 4-H culture
could impact employees' motivation to serve and increase a 4-H agent’s PSM level. UKY
HR policies state that employees are not to engage in political activities or discuss
political opinions on university property or while in a university capacity. Each employee
signs the UKY Employee Handbook indicating they have read and understood these
policies. Therefore, the UKY policies might play an inadvertent role in decreasing their
public service motivation.
While generational cohort did not relate to PSM levels in this study, the
differences across generational cohorts should still be considered for the long-term
recruitment and retention of 4-H agents. As noted in chapter 2, the Millennial
generational cohort is the largest cohort in the workforce today. Millennial cohort
workplace characteristics include displaying minimal loyalty to their employer and desire
an informal work environment (Thompson & Gregory, 2012). Compared to previous
generations, Millennials do not see inherent value from employment and note a need for
more freedom at work (Twenge et al., 2010). Companies such as Amazon have built their
business tailoring company structure to match the workplace's newest generational
cohorts' characteristics. However, Kentucky CES has maintained organizational
expectations for decades. Mowbray (2001) noted the need for Extension administration to
address the following issues related to the retention of Extension agents:
(a) Explore ways to share or shift workloads (e.g., shared positions, flexible work
time, compensatory time), (b) Explore new and creative delivery methods to
decrease the number of night and weekend activities. (c) Starting salaries should
be kept competitive with benchmark institutions and similar jobs. (d)
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Administration should do a better job in providing recruits with realistic
expectations. (e) Administration should develop a formal exit interviewing
process. (p.142)
The changes suggested by Mowbray for the CES administration could be seen as
favorable to Millennial and later generational cohorts. Therefore, future studies could
explore the degree to which CES organizational policy changes might affect 4-H Agents'
PSM levels, job satisfaction, and retention.
Work-Life Balance and CES Culture
As discussed in Chapter 1, the Extension Committee on Organization and Policy
(ECOP) identified low salaries, downsizing, and increased workload as significant factors
in turnover and low retention rates among extension staff. In Kentucky, 40% of the 150
4-H Youth Development Agents positions are vacant, meaning a heavier workload for 4H Agents. Increased workload directly impacts work-life balance, which has been shown
as a significant component in employee performance, satisfaction, and retention (Kossek
& Ozeki, 1998). Also, Kutilek, Conklin, and Gunderson (2002) noted a culture of CES
administration that was unsupportive of work-life balance. Tanner (2018) found similar
results in his study of work-life balance and extension, finding an "unbreakable linkage
between leader, organizational culture, and employee experience" (pg. 68).
Given projections that the Millennial generation would make up 46% of the
workforce by 2020 (Lynch, 2008), their strong belief in balancing work and personal life
provides additional evidence of the importance of considering work-life balance as an
essential element in recruitment and retention of 4-H employees. Therefore, work-life
balance and culture in the CES organization could have a symbiotic relationship. Also,
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cultural context has been found to influence PSM and its relationships (Harari et al.,
2017; Vandenabeele & Van de Walle, 2008).
Contribution to the Measurement of Public Service Motivation
Perry and Wise (1990) first recognized an individual's motivation response to
working in the field of public service. After hypothesizing, Perry (1996) developed a tool
for measuring an individual's PSM. In the three decades since the conceptualization and
development of this first tool for measuring PSM, measurement has been revised and
refined to address PSM within both an American and international context (e.g., Kim,
2009; Kim, 2017). Kim et al. (2013) validated the survey instrument in a dozen
countries and introduced a four-dimension, 16 item model of PSM that corrected
measurement invariance problems. The new dimensions included self-sacrifice as
the primary dimension with three other dimensions: (a) attraction to public participation,
(b) commitment to public values, and (c) compassion. Hence, PSM has been widely
researched. However, not in the context of CES. The study adds to the understanding of
PSM within the Cooperative Extension Service lens and its impact on retention of
Kentucky 4-H Youth Development Agents.
The PSM measure has been modified over time to ensure its relevance to the
context in which the research is being conducted. For example, Kim (2017) modified the
survey instrument for research use in Korea, after which he concluded a need to examine
the degree to which PSM as a phenomenon is different across contexts (e.g., American
versus international). He additionally recommended continued research on the use of the
PSM measure in different contexts. Therefore, the survey used in this study was adapted
from the 29-item version developed by Kim (2017) to represent the context of CES work.
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Reliability analysis of this 24-item version of the instrument holds promise for its
continued use for those working in Cooperative Extension Services though additional
research is needed with larger sample sizes. However, even given the small sample size
in this study, the four dimensions of the PSM were highly correlated at significance
levels similar to Kim's findings in his study of PSM in a Korean context. Further,
findings from this study produced similar PSM levels in public sector employees as in
previous research (Vandenabeele, 2008; Kim et al., 2013; Kim, 2017) and a high
correlation between dimensions. However, alternatively, Leisink and Steijn (2009)
reported, “the theoretically expected dimensions are not neatly reproduced. We were able
to find only two of the original four dimensions, and the reliability of one of these was
weak” (p. 47).
Lastly, methodologically, most research focusing on CES is qualitative in nature,
and few studies use a quantitative approach to exploring work within the CES context.
This study demonstrates how survey research can be used to better understand the
motivation of employees who work in CES.
Study Limitations
As with all research, this study has limitations. First, the sample size was low.
While the response rate of 50% is good in survey research, a higher response rate was
needed given the limited population available for the study. Therefore, this study's
findings cannot be generalized to other 4-H Youth Development Agents or CES
programs. Generalizability is also limited due to the demographics of the participants.
The study was predominately completed by (a) women, (b) non-Latino, and (c) white
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participants. While these demographics are representative of the 4-H employees at the
time of data collection, findings may not represent more diverse staff members of CES.
Secondly, data were collected from November 12 through December 6, 2019,
which created cross-sectional results. Cross-sectional data describe study participants'
beliefs and ideas during a specific period. Cross-sectional data can impose limitations on
the study, even though the time frame was carefully chosen for agents to have more time
to respond to the survey as it is a time when programs are slower. However, 4-H Youth
Development Agents could have been busy in their personal lives during this time frame,
planning and implementing winter holidays.
Recommendations for Future Research
In addition to the motivation to serve the public, other factors could be explored
as impacting the retention of 4-H agents. Damen (1987) stated, "culture is the learned and
shared human patterns or models for living, day-to-day living patterns. These patterns
and models pervade all aspects of human social interaction. Culture is mankind's primary
adaptive mechanism" (p. 367). Triandis (1995) noted that cultures that displayed closed
primary groups also had elevated levels of collectivism. In these cultures, people
prioritize the overall group instead of themselves, such as an employee in the
organizational culture. Collectivism promotes conservative ideas, and individuals respect
those in authority (Altemeyer, 1996). Cultures with high collectivism levels also favor
conflict resolution to preserve group relationships (Leung 1997).
Mitchell et al. (2001) noted that if an individual's ideals and principles correspond
with their employer, then "higher the likelihood that an employee will feel professionally
and personally tied to the organization" (p. 9). Job embeddedness is a cultural construct
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that considers the following of a person; (a) links to others, (b) opinions of fit in their job
and community, and (c) beliefs about self-sacrifice (Mitchell, Holtom, Lee, Sablynski, &
Erez, 2001). If 4-H Youth Development Agents have the same ideology as CES, then
retention of these agents might also increase. Therefore, additional research focused on
CES culture and its influences on 4-H Agents and retention.
In addition to organizational culture, additional research on generational cohorts
and their need for work-life balance should also be explored. The Millennial generation
needs freedom in the workplace, including independence from supervision, little
overtime, and work-life balance (Twenge et al., 2010). Tanner (2018) notes that a
"positive work-life balance culture is a key indicator of employee satisfaction, retention,
and social health as well as organizational creativity and productivity" (p. 4).
Finally, CES employees' responses in the 2019 University of Kentucky Work-Life
study support the need for additional research in the area of organizational leadership.
For example, 32% of CES participants perceive their supervisor does not communicate
effectively and does not keep staff informed of matters, and 37% of CES participants feel
that decisions are not made in a timely manner (University of Kentucky Human
Resources, 2019). A better understanding of CES leadership's role in employee job
satisfaction would help identify leadership approaches that could support higher retention
of CES employees.
Conclusion
Results of the study included Kentucky CES 4-H Youth Development Agents
have high levels of PSM and are satisfied with their jobs. Levels of PSM did not
significantly differ based on generational cohort, gender, or job satisfaction. Further
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research is needed to explore other variables which might impact PSM and job
satisfaction, such as work-life balance and culture, and how culture and work-life balance
affect CES 4-H Agents retention.
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APPENDICES
Appendix A: Expert Feedback on PSM Survey Items
PSM Dimension
Survey Items
Attraction to Public Service
1. I like to discuss topics
regarding government
policies with others
2. I like to participate in
activities solving social
problems
3. I try to reflect my
personal views onto
policy issues
4. I want to contribute to
the societal development
5. I want to contribute to
realizing the
constitutional principles
in society
6. For me it is of major
concern to protect the
democratic governance
system
7. Serving my country helps
me realize myself

Final
Survey
(Y/N)

Expert Comments

Y

CES educates farmers and families how
laws and policies affect them. Ex. Farm
Bill.
CES grassroots needs assessment to
assist in community needs.

Y

Y

The agriculture community looks to the
advice of CES as the eyes and ears of
the community to address policies and
laws.
CES provides education; education
improves society.
Leadership through 4-H and using
Roberts rules of order assist community
members understanding of rules of
society.
CES education of leadership, and
election of committee chairs and
program committees assists.

Y
Y

Y

N

The item seems to refer to serving in the
military rather than employment in
CES. Do not include.

8. I want to work to make
Y
my country better
Commitment to Public Values
9. Equal opportunities for
Y
all citizens should be
guaranteed
10. Decisions regarding
N
public policies should be
democratic even if they
take time and efforts

11. The dignity and wellbeing of all people
should be the most

CES is a tax-funded organization that
must provide for all.
UKY CES policy is to not be involved
in local, state, or federal government
policy, represented as a CES Agent. Do
not include as CES agents are not
allowed to be involved in local
government decision making.
Do not include.
CES must address the needs of all
people in the community. Include in
survey.

Y
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PSM Dimension
Survey Items
important concerns in our
society
12. The interests of future
generations should be
taken into account when
making public policies
13. To act ethically is
essential for public
servants
14. Public servants must
always be aware of
legitimacy of their
activities
15. I personally support the
protection of individual
liberties and rights
16. We have to make every
effort to pursue
democracy
Compassion
17. It is difficult for me to
contain my feeling when
I see people in distress

18. I feel sympathetic to the
plight of the
underprivileged
19. I empathize with other
people who face
difficulties
20. I get very upset when I
see other people treated
unfairly
21. Considering the welfare
of others is very
important
22. I care much about other
people
Self -Sacrifice

Final
Survey
(Y/N)

Expert Comments

Y

4-H deals with creating future leaders.
Include in survey.

Y

CES has policies and procedures for
money handling and sunshine laws for
committees.
CES agents must follow and report all
activities and expenses.

Y

Y

Justice for all sign. Serve all people.

Y

Agents follow proper procedures set by
administration. Include in survey.

N

Y

CES addresses programming by
community needs assessment led by
committees. We do not address
programs by individuals. However,
individuals can benefit from the overall
program. Do not include in the survey.
Extension mandate to serve all people.

Y

Extension mandate to serve all people.

Y

Extension mandate to serve all people.

Y

Extension mandate to serve all people.

Y

Serve all people – Justice for all
signage.
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PSM Dimension
Survey Items
23. I am prepared to make
sacrifices for the public
good of society
24. I believe in putting civic
duty before myself
25. I am willing to risk
personal loss to help
society

26. I think that people should
give back to society more
than they get from it.
27. I would agree to a good
plan to make a better life
for the poor, even if it
costs me money
28. Serving others would
give me a good feeling,
even if it makes me a
loss
29. Making a better society
means more to me than
personal achievements

Final
Survey
(Y/N)
Y

Y

Expert Comments

Agents give a majority of their time to
the organization and seen as a
Agents put a lot of time into their job
more than 40 hours per week.
Incurring individual personal loss is not
part of CES. CES is community
education to assist people, not agents
giving of themselves. This item sounds
like agents are willing to give of their
own personal money.
4-H teaches youth service projects.
Include in survey.

N

Y

N

This sounds like CES agents should
give their own money to work. Don’t
include

Y

4-H and Extension Homemakers are
service organizations to the community.
Include in survey.

Y

Extension community education
objective is to create a better
community.
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Appendix B: Research Study Permission
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Appendix C: Institutional Review Board Approval
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Appendix D: Electronic Survey

PSM of Kentucky 4-H Youth
Development Agents
Research Participant,
Thank you for your consideration as a participant in this study. The researcher is asking you to
choose whether or not to volunteer for a research study about the motivation of Kentucky
Cooperative Extension 4-H Youth Development Agents. This page is to give you key information
to help you decide whether to participate. We have included detailed information after this page.
If you have questions later, the contact information for the research investigator in charge of the
study is below. Please also note that all names or other personally identifying information will
be NOT recorded. Also, neither the researcher nor any University of Kentucky 4-H staff or
administration will know that any information that participants provide, or even who participated
in the study.
Whom Should I Contact If I Have Questions, Suggestions, Or Concerns?
Questions or concerns about the study should be directed to:
Kimberly Adams Leger
Under the advisement of Beth Rous, Ph.D. College of Education, Educational Leadership
University of Kentucky
College of Education, Educational Leadership Doctoral Candidate
212 Scovell Hall
Lexington, KY 40546-0064
859-257-7179
kladams@uky.edu
In addition, if you have any questions, suggestions or concerns about your rights as a volunteer in
this research, contact staff in the University of Kentucky (UK) Office of Research Integrity (ORI)
between the business hours of 8 am and 5 pm EST, Monday-Friday at 859-257-9428 or toll-free
at 1-866-400-9428.
What Is The Study About And How Long Will It Last?
By doing this study, we hope to learn the employment motivation behind 4-H Youth
Development Agents in Kentucky. Your participation in this research will last about only 5
minutes.
What Are Key Reasons You Might Choose To Volunteer For This Study?
By participating in this study, you will assist in uncovering employment motivation of Kentucky
Cooperative Extension 4-H Youth Development Agents. By uncovering the whether or not
motivation for 4-H Agents is under public service motivation, improved levels of recruitment and
retention can be sought for the 4-H Youth Development area of the Kentucky Cooperative
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Extension Service.
What Are Key Reasons You Might Choose To Not Volunteer For This Study?
Uncovering the employment motivations of 4-H Agents can only assist in maintaining 4-H
Agent's needs in order for agents to attain success in their employment role. There is no reason
why a participants should not take part in the study.
Do You Have To Take Part In The Study?
If you decide to take part in the study, it should be because you want to volunteer. You will not
lose any services, benefits, or rights you would normally have if you choose not to volunteer.
Detailed Consent
Are There Reasons Why You Would Not Qualify For This Study?
As long as the participant is currently employed as a Kentucky 4-H Youth Development
Extension Agent, the participant qualifies for the study.
Where Will The Study Take Place And What Is The Total Amount Of Time Involved?
Participation in the study can be conducted at the Kentucky 4-H Youth Development Agent office
or anywhere else, if using your own phone, tablet or computer, as the survey will be administered
online. The total amount of time you will be asked to volunteer for this study is 5 – 10 minutes.
What Will You Be Asked To Do?
Research will be conducted as participants are asked to complete an online survey. The survey
will be administered via the online survey program, Qualtrics. The specific focus of the survey
will be on public service motivation toward your position as a 4-H Youth Development Agent.
The survey software will record all responses with researcher password protection, and password
protected computer. The researcher will then compile the data from the survey to publish findings
that have emerged.
What Are The Possible Risks and Discomforts?
The things you will be doing have no more risk of harm than you would experience in everyday
life.
Will You Benefit From Taking Part In The Study?
You will not receive any rewards or payment for taking part in the study.
If You Do Not Want To Take Part In The Study, Are There Other Choices?
If you do not want to be in the study, there are no other choices except not to take part in the
study.
What Will It Cost You To Participate?
There are no costs associated with taking part in this study.
Can You Choose To Withdraw From The Study Early?
You can choose to leave the study at any time. You will not be treated differently if you decide
to stop taking part in the study. If you choose to leave the study early, data collected until that
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point will remain in the study database and may not be removed. In addition to being free to stop
taking the survey at any time, participants are also free to skip any question they wish.
Are You Participating Or Can You Participate, In Another Research Study At The Same
Time As Participating In This One?
You may take part in this study if you are currently involved in another research study. It is
important to let the investigator know if you are in another research study. You should discuss
this with the investigator before you agree to participate in another research study while you are
in this study.
Will You Receive Any Rewards For Taking Part In This Study?
You will not receive any rewards or payment for taking part in the study.
Will You Be Given Individual Results From The Research Surveys?
Generally, surveys completed for research purposes are not meant to provide results that apply to
you alone.
Will Your Information Be Used For Future Research?
Since there is no personal identifying participant information. Information contained in the survey
may be used for future research or shared with other researchers without your additional informed
consent.
Please be aware, while we make every effort to safeguard your data once received from the online
survey company, given the nature of online surveys, as with anything involving the Internet, we
can never guarantee the confidentiality of the data while still on the survey company’s servers, or
while en route to either them or us. It is also possible the raw data collected for research purposes
will be used for marketing or reporting purposes by the survey/data gathering company after the
research is concluded, depending on the company’s Terms of Service and Privacy policies.
By clicking “I AGREE” below, you agree that you have read the information provided above and
are voluntarily agreeing to participate in this research study. If you do not agree, please close this
web browser.

o I agree (1)
o I do not agree (2)
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Q1 Attraction to Public Service
Strongly agree
(1)

Neither agree
nor disagree
(3)

Somewhat
agree (2)

Somewhat
disagree (4)

Strongly
disagree (5)

I like to discuss
topics
regarding
government
policies with
others (1)

o

o

o

o

o

I like to
participate in
activities
solving social
problems (2)

o

o

o

o

o

I try to reflect
my personal
views onto
policy issues
(3)

o

o

o

o

o

I want to
contribute to
the societal
development
(4)

o

o

o

o

o

I want to
contribute to
realizing the
constitutional
principles in
society (5)

o

o

o

o

o

For me it is of
major concern
to protect the
democratic
governance
system (6)

o

o

o

o

o

I want to work
to make my
country better
(7)

o

o

o

o

o
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Q2 Commitment to Public Values
Strongly agree
(1)

Neither agree
nor disagree
(3)

Somewhat
agree (2)

Somewhat
disagree (4)

Strongly
disagree (5)

Equal
opportunities
for all citizens
should be
guaranteed (1)

o

o

o

o

o

The dignity and
well-being of
all people
should be the
most important
concerns in our
society (2)

o

o

o

o

o

The interests of
future
generations
should be taken
into account
when making
public policies
(3)

o

o

o

o

o

To act ethically
is essential for
public servants
(4)

o

o

o

o

o

Public servants
must always be
aware of the
legitimacy of
their activities
(5)

o

o

o

o

o

I personally
support the
protection of
individual
liberties and
rights (6)

o

o

o

o

o

We have to
make every
effort to pursue
democracy (7)

o

o

o

o

o
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Q3 Compassion
Strongly
Agree (1)

Neither agree
nor disagree
(3)

Somewhat
agree (2)

Somewhat
disagree (4)

Strongly
disagree (5)

I feel
sympathetic to
the plight of the
underprivileged
(1)

o

o

o

o

o

I empathize
with other
people who face
difficulties (2)

o

o

o

o

o

I get very upset
when I see other
people being
treated unfairly
(3)

o

o

o

o

o

Considering the
welfare of
others is very
important (4)

o

o

o

o

o

I care much
about other
people (5)

o

o

o

o

o
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Q4 Self- Sacrifice
Strongly
Agree (1)

Neither agree
nor disagree
(3)

Somewhat
agree (2)

Somewhat
disagree (4)

Strongly
disagree (5)

I am prepared
to make
sacrifices for
the public good
of society (1)

o

o

o

o

o

I believe in
putting civic
duty before self
(2)

o

o

o

o

o

I think that
people should
give back to
society more
than get from it
(3)

o

o

o

o

o

Serving others
would give me
a good feeling,
even if it makes
me a loss (4)

o

o

o

o

o

Making a better
society means
more to me
than personal
achievements
(5)

o

o

o

o

o
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Q5 Retention
Strongly
Agree (1)

Neither agree
nor disagree
(3)

Somewhat
agree (2)

Somewhat
disagree (4)

Strongly
disagree (5)

My job
provides a
chance to do
challenging
and interesting
work (1)

o

o

o

o

o

I feel good
about my job,
the kind of
work I do (2)

o

o

o

o

o

Q6 Between what years were you born? Please check only one.

o 1925–1945 (1)
o 1946–1964 (2)
o 1965–1981 (3)
o 1982–1999 (4)
o 2000 or later (5)
Q7 Are you of Spanish or Latino origin? Please check only one.

o Yes (1)
o No (2)
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Q8 What would best describe you? Please check only one.

o African American (1)
o Asian (2)
o Native American (3)
o White (4)
o Other (5)
Q9 Which gender do you identify most with? Please check only one.

o Male (1)
o Female (2)
o I would prefer to not comment (3)

88

REFERENCES

Abate, J., Schaefer, T., & Pavone, T. (2018). Understanding generational identity, job
burn out, job satisfaction, job tenure, and turnover intention. Journal of
Organizational Culture, Communications and Conflict, 22(1), 1–12.
Altemeyer, R. (1996). The Authoritarian Specter. Cambridge, MA: Harvard Univ. Press.
Artley, J. B., & Macon, M. (2009). Can't we all just get along? A review of the
challenged and opportunities in a multigenerational workforce. International
Journal of Business Research, 9(6), 90–94.
Ballone, C. (2007). Consulting your clients to leverage the multi-generational workforce.
Journal of Practical Consulting, 2, 9–15.
Beall, G. (2016). Eight key differences in gen Z and millennials. Retrieved from
https://www.huffpost.com/entry/8-key-differences-between_b_12814200.
Boitnott, J. (January 27, 2016). Generation z and the workplace: What you need to know.
Retrieved from https://www.inc.com/john-boitnott/generation-z-and-theworkplace-what-you-need-to-know-.html.
Bradshaw, J. (1972). A taxonomy of social need. in McLachlan G (ed.) Problems and
progress in medical care. 7th ed. Open University Press.
Branham, L. F. (2000). Keeping the people who keep you in business 24 ways to hang on
to your most valuable talent. New York, NY: AMACOM.
Brewer, G., & Selden, S. (1998). Whistle blowers in the federal civil service: New evidence of
the public service ethic. Journal of Public Administration Research and Theory: JPART, 8(3), 413-439. Retrieved March 28, 2021, from
http://www.jstor.org/stable/1181863
Broom, C. (2010). Entice, engage, endure: Adapting evidence-based retention strategies
to a new generation of nurses. Journal of Healthcare Leadership, 2, 49–60.
Buchanan, B. (1975). Government managers, business executives, and organizational
commitment. Public Administration Review, 35, 339–347.
Burke, M. E. (2004). Generational differences survey report. Alexandria, VA: Society for
Human Resource Management. Retrieved from:
http://www.shrm.org/research/surveyfindings/documents/generational%
20differences%20survey%20report.pdf.

89

Carpenter, J., Doverspike, D., & Miguel, R. F. (2012). Public service motivation as a
predictor of Attraction to the Public Sector. Journal of Vocational
Behavior, 80(2), 509-523.
Chandler, G. D. (2005). Organizational and individual factors related to retention of
county Extension agents employed by Texas Cooperative Extension. Dissertation
Abstracts International, 65(12).
Clark, W. C. (2007). Sustainability science: a room of its own. Proceedings of the
National Academies of Science, 104(6), 1737–1738.
Clerkin, R. M., Paynter, S. R., & Taylor, J. K. (2009). Public Service Motivation in
Undergraduate Giving and: Volunteering Decisions. The American Review of
Public Administration, 39(6), 675–698. doi:10.1177/0275074008327512.
Costanza, D., Badger, J., Fraser, R., Severt, J., & Gade, P. (2012). Generational
differences in work-related attitudes: A meta-analysis. Journal of Business &
Psychology, 27(4), 375–394. doi:10.1007/s10869-012-9259-4
Crickenberger, L. (2011). Understanding the multigenerational workplace in academia.
CUPA-HR (College and University Professional Association for Human
Resources) News, Retrieved from: www. cupahr.org/news/item.aspx?id=8
Crumpacker, M., & Crumpacker, J. (2007). Succession planning and generational
stereotypes: Should HR consider age‐based values and attitudes a relevant factor
or a passing fad? Public Personnel Management, 36(4), 349–369.
D'Amato, A., & Herzfeldt, R. (2008). Learning orientation, organizational commitment
and talent retention across generations: A study of European managers. Journal of
Managerial Psychology, 23(8), 929-953.
Dahlroth, J. (2008). The generations’ factor. Association Meetings, 8(32).
Damen, L. (1987). Culture learning: The fifth dimension on the language
classroom. Reading, PA: Addison Wesley.
DeSantis, V. S., & Durst, S. L. (1996). Comparing job satisfaction among public and
private sector employees. American Review of Public Administration, 26(3), 327343.
Emmert, M. A., & Taher, W. A. (1992). Public sector professionals: The effects of public
sector jobs on motivation, job satisfaction and work involvement. American
Review of Public Administration, 22(1), 37-48.

90

Ensle, K. M. (2005). Burnout: How does Extension balance job and family? Journal of
Extension, 43(3). Retrieved from www.joe.org/joe/2005june/a5.shtml.
Extension Committee on Organization and Policy. (2010). Leadership Advisory Council
report. Washington, DC: Association of Public and Land Grant Universities.
Fraenkel, J.R., Wallen, N.E., & Hyun, H.H. (2019). How to Design and Evaluate
Research in Education (10th edition). McGraw Hill: NY, NY.
Frederickson, H. G. (1971). Toward a new public administration. In Frank Marini (Ed.),
Toward a New Public Administration: The Minnowbrook Perspective. Scranton,
PA: Chandler, 309–331.
Frederickson, H. G., & Hart, D. K. (1985). The public service and the patriotism of
benevolence. Public Administration Review, 45, 547–553.
Frey, B. (2018). The SAGE encyclopedia of educational research, measurement, and
evaluation (Vols. 1-4). Thousand Oaks, CA: SAGE Publications, Inc. doi:
10.4135/9781506326139
Gabris, G.T., & Simo, G. (1995). Public sector motivation as an independent variable
affecting career decisions. Public Personnel Management, 24(1), 33.
Gilbert, J. (2011). The Millennials: A new generation of employees, a new set of
engagement policies. Ivey Business Journal: Improving the Practice of
Management, 1–3. Retrieved from: www.iveybusinessjournal.com/topics/theworkplace/ the-millennials-a-new-generation-of-employees-a-new-set-ofengagement-policies
Glass, A. (2007). Understanding generational differences for competitive success.
Industrial & Commercial Training, 39(2), 98–103.
Gursoy, D., Maier, T., & Chi, C. (2008). Generational differences: An examination of
work values and generational gaps in the hospitality workforce. International
Journal of Hospitality Management, 27, 448–458.
Hahn, J. (2011). Managing multiple generations: Scenarios from the workplace. Nursing
Forum, 36, 119–127.
Hannay, M., & Fretwell, C. (2011). The higher education workplace: Meeting the needs
of multiple generations. Research in Higher Education Journal, 10, 1–12.
Harari, M, Herst, D., Parola, H. and Carmona, B. (2017). Organizational correlates of
public service motivation: A meta-analysis of two decades of empirical research.
Journal of Public Administration Research and Theory. 27(1) 68-84. doi:
10.1093/jopart/muw056.

91

Hausknecht, J. P., Rodda, J., & Howard, M. J. (2009). Targeted employee retention:
Performance-based and job-related differences in reported reasons for staying.
Human Resource Management, 48(2), 269–288.
Hershatter, A., & Epstein, M. (2010). Millennials and the world of work: An organization
and management perspective. Journal of Business & Psychology, 25(2), 211–223.
doi:10.1007/s10869-010-9160-y
Herzberg, F. (1964). The motivation concept and problems of manpower. Personnel
Administration, 27(1) 3-7.
Hom, P.W., Mitchell, T. R., Lee, T. W., & Griffeth, R. W. (2012). Reviewing employee
turnover: Focusing on proximal withdrawal states and an expanded
criterion. Psychological Bulletin, 138(5), 831-858.
Houston, D.J. (2006). Walking the walk of public service motivation: Public employees
and charitable gifts of time, blood, and money. Journal of Public Administration
Research and Theory, 16(1), 67–86.
Johnson, C. (2019, June 10).Understanding the six types of response bias. Nextiva Blog.
www.nextiva.com/blog/response-bias.html
Joyce, C., & Barry, D. (2016). Six recommendations for successfully hiring and retaining
Millennial. Journal of Financial Planning, 29, 22-23.
Kaye, B., Scheff, D., & Thielfoldt, D. (2003). Engaging the generations. In M. Effron, R.
Gandossy, & M. Goldsmith (Eds.), Human Resources in the 21st Century. (25–
34) New York, NY: Wiley.
Kelman, S. (1987). Public choice and public spirit. The Public Interest, 87, 80–94.
Kim, S. (2008). Women and family-friendly policies in the Korean government.
International Review of Administrative Sciences, 74(3), 463–476.
doi:10.1177/0020852308095313.
Kim, S. (2016) Comparison of a Multidimensional to a Unidimensional Measure of
Public Service Motivation: Predicting Work Attitudes, International Journal of
Public Administration, 40:6, 504-515, doi:10.1080/01900692.2016.1141426
Kim, S. (2017). Developing an item pool and testing measurement invariance for
measuring public service motivation in Korea. International Review of Public
Administration, 22(3), 231-244. doi: 10.1080/12294659.2017.1327113

92

Kim, S., Vandenabeele, W., Wright, B. E., Andersen, L. B., Cerase, F. P., Christensen, R.
K., Desmarais, C., Koumenta, M., Leisink, P., Liu, B., Palidauskaite, J., Pedersen,
L. H., Perry, J. L., Ritz, A., Taylor, & J. De Vivo, P. (2013). Investigating the
structure and meaning of public service motivation across populations:
Developing an international instrument and addressing issues of measurement
invariance. Journal of Public Administration Research & Theory, 23(1), 79–102.
Kleinhans, K. A., Chakradhar, K., Muller, S., & Waddill, P. (2015). Multigenerational
perceptions of the academic work environment in higher education in the United
States. Higher Education: The International Journal of Higher Education
Research, 70(1), 89–103.
Kossek, E. E., & Ozeki, C. (1998). Work-family conflict, policies, and the job-life
satisfaction relationship: A review and directions for organizational behavior
human resources research. Journal of Applied Psychology, 83(2), 139-149.
Kutilek, L. M., Conklin, N. L., & Gunderson, G. (2002). Investing in the future:
Addressing work/life issues of employees. Journal of Extension, 40(1).
Kupperschmidt, B. R. (2000). Multigeneration employees: Strategies for effective
management.The Health Care Manager, 19, 65–76.
Kutilek, L. M. (2000). Learning from those who leave. Journal of Extension, 38(3).
Retrieved from: http://www.joe.org/joe/2000june/iw2.html
Lavrakas, P. J. (2008). Encyclopedia of survey research methods (Vols. 1-0). Thousand
Oaks, CA: Sage Publications, Inc. doi: 10.4135/9781412963947.
Lehto, X., Jang, S., Achana, F., & O'Leary, J. (2006). Exploring tourism experience
sought: A cohort comparison of Baby Boomers and the Silent Generation. Journal
of Vacation Marketing, 14(3), 237–252.
Lewis, G. B. (1991). Pay and job satisfaction in the federal civil service. Review of
Public Personnel Administration, 11(3), 17-31.
Lockwood, N. R. (2006). Talent management: Driver for organization success. Research
Quarterly, 1-13. Retrieved from www.shrm.org.
Leisink, P., & Steijn, B. (2009). Public service motivation and job performance of public
sector employees in the Netherlands. International Review of Administrative
Sciences, 75(1), 35–52. doi:10.1177/0020852308099505
Leung K. (1997). Negotiation and reward allocations across cultures. In Earley & Erez
(Eds.) The shadow of power in communication (pp. 640–675).

93

Liu, B., Du, L., Wen, H., & Fan, B. (2012). Public service motivation of public-versus
Private-sector employees in a Chinese context. Social Behavior and Personality:
An International Journal, 40(9), 1409.
Lynch, A. (2008). ROI on Generation Y employees. Bottom line conversations. Retrieved
from: http://ehranet.org/downloads/Program_Handouts/roi_on_generation_y.pdf
Lyons, S. & Ng, E. & Schweitzer, L. (2012). 4 Generational career shift: Millennials and
the changing nature of careers in Canada. Managing the New Workforce:
International Perspectives on the Millennial Generation, 64-85.
Maidani, E. A. (1991). Comparative study of Herzberg’s two-factor theory of job
satisfaction among public and private sectors. Public Personnel Management,
20(4), 441-448.
Maslow, A. (1943). A Theory of human motivation. Psychological Review, 50(4), 370396.
Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., & Erez, M. (2001). Why
people stay: Using job embeddedness to predict voluntary turnover. The Academy
of Management Journal, 44, 1102–1121.
Mosher, F. (1968). Democracy and the Public Service. New York: Oxford University
Press.
Mowbray, J. (2001). Factors affecting turnover of county Extension agents in the
University of Kentucky, Cooperative Extension Service (doctoral dissertation).
University of Kentucky, Lexington, Kentucky.
National Association of Extension 4-H Youth Development Professionals. About.
www.nae4hydp.org/. Retrieved October 27, 2018.
Ng, E., Schweitzer, L., & Lyons, S. (2010). New generation, great expectations: A field
study of the Millennial Generation. Journal of Business & Psychology, 25(2),
281–292. doi:10.1007/s10869-010-9159-4
Nisbett, R. E., & Wilson, T. D. (1977). Telling more than we can know: Verbal reports
on mental processes. Psychological Review, 84, 231–259.
Oblinger, D. and Oblinger, J. (2005) Educating the net generation. Washington, DC:
EDUCAUSE.
Paiement, N. (2009, July). It will cost you $4,000 to replace just one $8 per hour
employee. Charity Village. Retrieved from
www.charityvillage.com/cv/research/rhr50.html

94

Parola, H. R., Harari, M. B., Herst, D. E. L., & Prysmakova, P. (2019). Demographic
determinants of public service motivation: a meta-analysis of PSM-age and gender relationships. Public Management Review, 21(10), 1397–1419. doi:
10.1080/14719037.2018.1550108
Perry, J. (1996). Measuring public service motivation: An assessment of construct
reliability and validity. Journal of Public Administration Research and
Theory, 6(1), 5–24.
Perry, J., & Hondeghem, A. (2008). Motivation in public management: The call of public
service. Oxford, NY: Oxford University Press.
Perry, J., & Wise, L. (1990). The Motivational Bases of Public Service. Public
Administration Review, 50(3), 367-373.
Perry, J. (1996). Measuring public service motivation: An assessment of construct
reliability and validity. Journal of Public Administration Research and
Theory, 6(1), 5-24.
Pfeffer, J. (1994). Competitive Advantage Through People: Unleashing the Power of the
Work Force. Boston, MA: Harvard Business School Press.
Phillips, J. M., & Gully, S. M. (1997). Role of goal orientation, ability, need for
achievement, and locus of control in the self-efficacy and goal-setting process.
Journal of Applied Psychology, 82(5), 792–802.
Pitt-Catsouphes, M., & Matz-Costa, C. (2009). The multi-generational workforce:
Workplace flexibility and engagement. Community, Work & Family, 11(2), 215–
229. doi:10.1080/13668800802021906
Rainey, H.G. (1982). Reward preferences among public and private managers: In search
of the service ethic. American Review of Public Administration, 16(4): 288–302.
Rainey, H. G., & Steinbauer, P. (1999). Galloping elephants: Developing elements of a
28 theory of effective government organizations. Journal of Public
Administration Research and Theory 9(1): 1–32.
Reeves, T.C. & Oh, E. (2014) Generational differences and the integration of
technology. In learning, instruction, and performance. In Spector, J., Merrill M.,
Elen, J., Bishop, M. (Eds) Handbook of research on educational
communications and technology. New York, NY: Springer.

95

Ritz, A., Brewer, G., & Oliver, N. (2016). Public service motivation: A systematic
literature review and outlook. Public Administration Review, 76(3). doi:
10.1111/puar12505.
Schullery, N. M. (2013). Workplace engagement and generational differences in values.
Business Communication Quarterly, 76(2), 252–265.
doi:10.1177/1080569913476543.
Sessa, V. I., Kabacoff, R. I., Deal, J., & Brown, H. (2007). Research tools for the
psychologist-manager: Generational differences in leader values and leadership
behaviors. Psychologist-Manager Journal, 10(1), 47–74.
Southard, G., & Lewis, J. (2004). Building a workplace that recognizes generational
diversity. International City/County Management Association, 86(3).
Spiro, C. (2006). Generation Y in the workplace. Defense AT&L, 16–19.
Simons, N. (2010). Leveraging generational work styles to meet business
objectives. Information Management, 1, 28–33.
Smola, K.W., & Sutton, C. D. (2002). Generational differences: Revisiting generational
work values for the new millennium. Journal of Organizational Behavior, 23(4),
363-382.
Strauss, W., & Howe, N. (1991). Generations: The history of America's future, 1584 to
2069. New York, NY: Harper Collins Publishers.
Steel, B. S., & Warner, R. L. (1990). Job satisfaction among early labor force
participants: Unexpected outcomes in public and private sector comparisons.
Review of Public Personnel Administration, 10(3), 4-22.
Strong, R., & Harder, A. (2009). Implications of maintenance and motivation factors on
Extension agent turnover. Journal of Extension, 47(1). Retrieved from
www.joe.org/joe/2009february/pdf/JOE_v47_1a2.pdf
Tanner, T. D. (2018). The influence of transformations middle leaders on work life
balance. (doctoral dissertation). University of Kentucky, Lexington, KY.
https://uknowledge.uky.edu/edsc_etds/37
Taylor, M. (2007). Generation next goes to work: Issues in workplace readiness and
performance. Retrieved from:www.taylorprograms.com/images/Gen_
NeXt_article_HLC_07.pdf
Taylor, M. S., & Collins, C. (2000). Organizational recruitment: Enhancing the
intersection of research and practice. In C. Cooper, C. & Locke, E. A. (Eds.),
Industrial and Organizational Psychology. Oxford, UK: Blackwell.
96

Thompson, C., & Gregory, J. (2012). Managing millennials: A framework for improving
attraction, motivation, and retention. The Psychologist-Manager Journal, 15(4),
237–246.
Triandis, H. C. (1995). New directions in social psychology. Individualism &
collectivism. Boulder, CO: Westview Press.
Twenge, J. (2010). A review of the empirical evidence on generational differences in
work Attitudes. Journal of Business and Psychology, 25(2), 201-210.
Twenge, J. M., Campbell, S. M., Hoffman, B. J., & Lance, C. E. (2010). Generational
Differences in Work Values: Leisure and Extrinsic Values Increasing, Social and
Intrinsic Values Decreasing. Journal of Management, 36(5), 1117–1142.
doi:10.1177/0149206309352246.
University of Kentucky. CES Personnel: 4-H youth development position description.
Retrieved from ces-personnel.ca.uky.edu/4-h-position-description.
University of Kentucky Cooperative Extension Service. About us. Retrieved from
http://extension.ca.uky.edu/content/about-us, December 1, 2018.
University of Kentucky Cooperative Extension Service. Kentucky association of
extension 4-H agents. Retrieved from https://kae4-ha.ca.uky.edu/, October 27,
2018.
University of Kentucky Human Resources. (2019). Work life survey.
www.uky.edu/hr/work-life/employee-engagement/2019-survey-results.
University of Kentucky Human Resources. (2014). HR policy and procedure #76:
Political activities and public office. www.uky.edu/hr/policies/political-activitiesand-public-office.
Vandenabeele, W. (2007). Toward a public administration theory of public service
motivation. Public Management Review, 9(4), 545–556.
doi:10.1080/14719030701726697
Vandenabeele, W. & Van de Walle, S. (2008). International differences in public service
motivation: Comparing regions across the world. In Motivation in Public
Management: The Call of Public Service (Ed). Perry, J. & Hondeghem, A.
Oxford, UK: Oxford University Press.
Wendover, R. (2009). Meet your new boss—a Gen-Xer. Compensation and Benefits for
Law Offices, 9(2), 12–15.
Winston, M., D. (2001). Recruitment theory, Journal of Library Administration, 32(3-4),
19-35, doi: 10.1300/J111v32n03_03
97

Wright, B. E., & Davis, B. S. (2003). Job satisfaction in the public sector: The role of
the work environment. The American Review of Public Administration, 33(1), 70–
90. /doi:10.1177/0275074002250254
Zhu, G. N., Li, M., & Yan, M. (2012). A research on the effects of government
employees’ public service motivation on job involvement. Journal of Public
Administration, 5(1), 122–144.
Wright, K.B. (2017) Journal of Computer-Mediated Communication, Volume 10, Issue 3,
1 April 2005, JCMC1034, doi: 10.1111/j.1083-6101.2005.tb00259.x.

98

VITA
Kimberly Adams Leger, BS, MS
Extension Specialist for 4-H Youth Development

EDUCATION
August 1995/May 2000

Eastern Kentucky University, Richmond, Kentucky
Bachelor of Science, Family Consumer Sciences/ Interior Design

August 2005/ May 2007

University of Kentucky, Lexington, Kentucky
Master of Science, Community and Economic Development

EMPLOYMENT
April 2012/ Current

Extension Specialist for 4-H Youth Development
University of Kentucky Cooperative Extension Service

November 2000/ April 2012

Extension Agent for 4-H Youth Development
Extension Agent for Family and Consumer Sciences
University of Kentucky Cooperative Extension Service

PUBLICATIONS
Leger, K. and Tyler Q. (2014). American private enterprise curriculum. University of Kentucky.
Leger, K. (2014). American private enterprise: Facilitators guide unit 1. University of
Kentucky.
Leger, K. (2014). American private enterprise: Facilitators guide unit 2. University of
Kentucky.
Leger, K. (2014). American private enterprise: Facilitators guide unit 3. University of
Kentucky.
Leger, K. (2014). American private enterprise: Facilitators guide unit 4. University of
Kentucky.
Leger, K. (2014). American private enterprise: Facilitators guide unit 5. University of
Kentucky.

99

Leger, K. (2014). American private enterprise: Facilitators guide unit 6. University of
Kentucky.
Leger, K. (2014). American private enterprise: Facilitators guide unit 7. University of
Kentucky.
Leger, K. (2014). American private enterprise: Facilitators guide unit 8. University of
Kentucky.
Brown, J., Leger, K. and Turley J. (2014). It’s Your Reality. Curriculum. University of
Kentucky.
Leger, K. (2013). Be the E: Entrepreneur: Level 1, love it. Facilitators Guide. University of
Kentucky.
Leger, K. (2013). Be the E: Entrepreneur: Level 2, plan it. Facilitators Guide. University of
Kentucky.
Leger, K. (2013). Be the E: Entrepreneur: Level 3, do it. Facilitators Guide. University of
Kentucky.
PROFESSIONAL AWARDS
•

Kentucky Extension Association of Family and Consumer Sciences New Agent Award,
2002.

•

Kentucky Extension Association of Family and Consumer Sciences Curriculum Award,
2003.

•
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•
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•
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•
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